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Organizational socialization is an adaptation process, in which newcomers 
seek to learn the appropriate behaviours necessary for adapting a particular role in 
the organization. A comprehensive view to study the organizational socialization 
process is to recognize the proactive information seeking behaviours of newcomers 
in the process. A new framework is proposed for organizational socialization in 
Chinese societies. Newcomers will seek information proactively after entering the 
organizations and their information seeking behaviours will lead to various 
outcomes of the socialization process. The important antecedents for information 
seeking behaviours are some particular personality dimensions. 
Using samples from both Hong Kong and Taiwanese Chinese, the 
framework appears to receive reasonable support. Results can be summarized as 
the follows: firstly, newcomers' proactive information seeking behaviours can be 
conceptualized as two different types of strategies, i.e., direct versus indirect means 
ofacquiring information. Secondly, the proactive information seeking behaviours 
will have different impacts on the outcomes of the socialization process. 
Newcomers' direct information seeking behaviours will have a positive impact on 
Role Clarity and Task Mastery. On the other hand, newcomers' indirect 
information seeking behaviours will have a positive impact on Social Integration. 
Thirdly, results show that newcomers high in different personality dimensions will 
use different means to acquire information. For example, newcomers high m 
Extraversion tend to use direct means to acquire information, however, newcomers 
vii 
high in Openness in Experience will use indirect means to acquire information. 























Chapter 1^  
Introduction 
After entering a new organization, newcomer has to leam the appropriate 
behaviours to adjust to a specific role in the organization. Organizational socialization 
is the process in which newcomers seek to accomplish this objective. Therefore, this 
process is crucial to the success of the newcomer's specific career life. Recent studies 
has recognized the role of newcomers - their proactive information seeking behaviours 
in the socialization process. However, no valid conclusion about the relationship 
between proactive information seeking behaviours and socialization outcomes can be 
drawn from the inconsistent results of past studies. It may due to the unrealistic 
assumption and thus inappropriate analytical methods. In addition, past studies did not 
analyze the effect of personality in the socialization process though it has been pointed 
out that personality is an important factor affecting the process. Finally, though there 
have been many studies testing the organizational socialization theory in Westem 
societies, there is no published study testing this concept in Chinese society. 
In order to have a better understanding on the role of the newcomers in the 
organizational socialization process, there are three purposes ofthis study. The first 
purpose is to clarify the relationship between proactive information seeking behaviours 
and the outcomes of the socialization process. A new framework to conceptualize 
newcomers' proactive information seeking behaviours is proposed. Using this new 
framework, more consistent results can be obtained from the past studies. Also, it 
This thesis follows the style used by the American Psychological Association. 
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enables us to have a clearer understanding about the role of proactive information 
seeking behaviours in the socialization process. 
The second purpose is to demonstrate particular personality dimensions are key 
antecedents for information seeking behaviours. Newcomers high in particular 
personality dimensions will tend to adopt particular proactive information seeking 
behaviours under the Chinese cultural setting. Finally, past studies have demonstrated 
that different information seeking behaviours will lead to various outcomes of the 
socialization process in Western societies. Thus our last purpose is to test this 
relationship in Chinese societies. 
We believe this study has enhanced our understanding of the newcomers' 
proactive information seeking behaviours, and it can serve as a foundation for future 





We review the literature of organizational socialization in this first chapter. 
From the literature reviewed, it is generally agreed among researchers that 
organizational socialization is a process and there are different approaches to 
understand this process. Furthermore, researchers agreed that the socialization 
process will lead to various outcomes which are desirable to the organization. 
Definition: Organizational Socialization as a Process 
Early social scientists defined socialization as “ the whole process by which an 
individual, born with behavioral potentialities of an enormously wide range, is led to 
develop actual behaviour which is confined within a much narrower range - the range 
of what is customary and acceptable for him according to the standards ofhis group，’ 
(Child, 1954, P.655). From this concept, it is clear that socialization is a process in 
which various factors impact on the development ofindividuals' personality and their 
behavioural patterns. 
The concept of socialization was later applied to organizational studies. 
Different definitions of organizational socialization have been proposed by researchers. 
For examples, Feldman (1976) defined socialization as the process by which employees 
were transformed from organizational outsiders to participating and effective members. 
Wanous (1980) defined it as those changes that took place in the newcomer which 
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were caused by the organization. On the other hand, Schein (1968，p.2) referred it as 
"learning the ropes". It emphasized the learning of organizational rules, that 
organizational socialization meant "the process ofbeing indoctrinated and trained, the 
process ofbeing taught what is important in an organization or some subunit thereof . 
From these definitions, it can be seen that organizational socialization is regarded by 
earlier researchers as a process totally controlled by the organization, a clear analogy 
to the concept of socialization proposed by other social scientists. 
Recently, a more integrating view of organizational socialization has received 
greater attention. Besides considering the organizational effects on the socialization 
process, it considers the active learning of the individual being socialized. Under this 
view, socialization is defined as the process by which an individual leams the norms, 
values, expected behaviour, and social knowledge necessary for adapting a particular 
role and participating as an organizational member fBrim, 1966; Louis, 1980; Van 
Maanen, 1976; Van Maanen & Schein，1979). 
Although the two views on organizational socialization have different 
emphasis, the general consensus is that it is a process. Some researchers (Chao et al., 
1994; Feldman, 1989; Morrison & Hock, 1986; Van Maanen, 1976; 1984) point out 
that organizational socialization is a continuous process throughout an individual's 
career life and it occurs whenever an individual changes roles within or outside the 
organization. However, the most crucial and noticeable socialization occurs with the 
transition from nonmember to organization member. Feldman (1989) and Van Maanen 
(1976) called it a “ break-in" period. During this break-in period, the newcomer feels 
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anxious about the new environment in the organization. In order to reduce the anxiety, 
the newcomer will try to make clear ofhis/her roles in the organization as soon as 
possible. 
Under the above views, organizational socialization has been studied by two 
different approaches. The first approach is to conceptualize organizational 
socialization as different stages which newcomer has to pass through. The second 
approach is to understand the contextual factors during the socialization process. 
These contextual factors include personal and organizational factors which will affect 
the outcomes of the socialization. These two approaches are discussed in the 
following sections. 
Organizational Socialization Studies - The Stage Approach 
This approach focuses on the stages progress through the socialization process. 
Researchers who adopted this approach conceptualize the organizational socialization 
process into three or four stages. 
The four stage model divided socialization process into Anticipatory, 
Encounter, Coping and Master, and Change and Acquisition stages (Wanous, 1980; 
Nelson, 1987). Other researchers grouped the third and the fourth stages of the four 
stage model into one stage. Thus, the three stage model divided the organizational 
<» 
socialization into three distinct stages: Anticipatoryy^rearrival; 
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Encounter/Accommodation; and Change and Acquisition of the Role Management 
(Feldman, 1976; Porter et al., 1975; Schein, 1971; Van Maanen, 1976). 
The Anticipatory/Preamval stage begins before an individual enters an 
organization by including all the learning that occurs before the recruit enters the 
organization (Feldman, 1976; Van Maanen, 1976). For example, the learning is 
through interaction with family and friends, involvement with educational institutions, 
and pre-entry contact with the organization. Newcomers anticipate their experiences 
as organizational members and develop expectations of organizational life OLouis, 
1980). These expectations may be unrealistic and inflated. 
The Encounter/Accommodation stage is the stage after entering the 
organization. The newcomer gains a clearer picture of the organization. While his/her 
beliefs and expectations may be challenged, the newcomer must make sense of the 
setting (Louis, 1980; Van Maanen, 1976). To assess an individual's progress through 
this stage, Feldman (1981) suggests examining of the individual's ability to successfully 
manage five activities or "process variables". The first activity is that the newcomers 
should show progress in dealing with conflicts raised between his/her personal life and 
work (e.g., personal time and resources). Then the newcomer should begin 
successfully managing intergroup role conflicts (e.g., able to handle conflicts between 
demands ofhis/her own work group and other work groups). The third activity is that 
the newcomer must sort out his/her role. The four activity is that the newcomer 
should aware of group norms. The final activity is to establish friendships and good 
working relationship with others in the group. 
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The final stage is the Change and Acquisition of the Role Management stage. It 
is an adaptation stage ofwhich the newcomer continues to engage in new learning, 
shows mastery ofrequired skills, and adjusts to the new environment ^Feldman, 1981; 
Van Maanen, 1976). 
There are several assumptions under this stage approach. First, the stages are in 
an order sequence. That is, the anticipatory socialization stage is assumed to precede 
the encounter stage in time. Second, the variables of any stage will influence directly 
the process variables of the immediately subsequent stage, and only indirectly influence 
variables oflater stages. However, research findings do not provide enough evidence 
to support this order assumption. For example, Van Maanen (1975) and Shuval and 
Adler (1977) found smooth changes in the values of the individuals being socialized 
from time to time. This is contrary to the stage model, which assumes that moving 
from one stage to another should be reflected by large and noticeable changes in the 
individuals' attitudes or values. Although Feldman (1976) suggested that processes 
occurring at each stage of socialization affect only variables in the next stage and do 
not directly affect the more distant stages, he found one ofhis two anticipatory 
socialization variables affected an outcome in the third stage. Similar results were 
found in other studies (Porter, Lawler, & Hackman, 1975; Schein, 1978; Van Maanen, 
1976). 
Despite these contradictory findings, the stage approach provides some useful 
* 
insights to our understanding of the socialization process. For examples, leaming must 
be most intense immediately after entry into the new organization, and different 
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activities must be engaged in order to master the new roles during the socialization 
process. 
However, it is clear that to treat the organization socialization process as fixed 
and sequential stages with unique content and tasks assigned to each stage may not be 
an appropriate way to describe the socialization process. Although this approach 
provides a description of the essential stages of socialization, it does not adequately 
account for the contextual factors，e.g. interaction between newcomer and 
organizational influences, which may moderate the socialization process. 
Organizational Socialization Studies - The Contextual Approach 
Proponents of the contextual perspective all agree that it is necessary to 
consider both individual and organizational factors in understanding the socialization 
process, because these factors will influence newcomers' adjustments to the 
organizations and their role behaviours. Research adopting this approach can be 
divided into two categories. The first category emphasizes the effect of organizational 
factors on the socialization process. The other category focuses on individual factors. 
Organizational Factors 
This approach describes organizational socialization as "people processing". It 
stresses that "people acquire the social knowledge and skills necessary to assume a 
particularjob in an organization differently not only because people are different, but 
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more critically, because the techniques or strategies of people processing differ” (Van 
Maanen, 1978). Furthermore, this approach adopts the resource dependency theory 
(Vroom, 1964) to explain the organizational control over the socialization process. 
Because organization is a reward source, it can influence individuals to change their 
values and behaviour in the directions preferred by the organization. During the 
"break-in" period, a newcomer has the highest level of anxiety. The organization will 
be most effective to shape the newcomer's behaviour to the desired direction. 
Therefore, the outcomes of organizational socialization processes are determined by 
the organization's ability to select suitable methods and utilize these methods to 
communicate to the participants in a clear and precise manner. Under the 
organizational influence, organizational socialization is situational adjustments made by 
the individual to the altered or novel settings. 
Studies under this approach have attempted to understand the following 
contextual factors under the organization's influence: socialization strategies, training, 
and culture. We will discuss them briefly. 
Socialization strategies. Researchers have proposed seven dimensions in terms 
of organizational strategies in the socialization process. The seven strategies are: 
collective/individual, formalAnformal, sequentialy'random, fixed/variable, 
seriaVdisjunctive, investiture/divestiture, tournament/contest (Van Maanen, 1978). (1) 
Collective strategy is to put a group of recruits to be socialized together. Individual 
* 
strategy is to process recruits singly and in isolation from one another in the 
socialization process. (2) Formal strategy is to segregate newcomer from regular 
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organizational members while receiving socialization. Informal strategy is to let 
newcomers become part of the work groups and learning takes place on thejob. (3) 
Sequential strategy is to provide recruits with explicit information concerning the 
sequence of activities they will go through in the organizations. The sequence of 
activities will be kept unknown to the recruits under Random strategy. (4) Fixed 
strategy provides recruits with precise knowledge of the timetable associated with 
completing each stage in the socialization process. Such information will not be 
provided in Variable strategy. (5) Serial strategy is to assign experienced 
organizational members to act as role models for new recruits. Under Disjunctive 
strategy, newcomers must develop their own definition of the situation because no 
other or prior role incumbents are available. (6) Investiture strategy is to ratify and 
document for recruits the usefulness of those personal characteristics they bring with 
them to the organization. Divestiture is to deny and strip away certain personal 
characteristics of a recruit. (7) Tournament strategy will separate recruits into 
different socialization programs on the basis of presumed differences in ability, 
ambition, or background. Contest socialization will not distinguish recruits at the same 
level. An individual's progress will base on his/her ability to perform instead of 
predetermined criteria. 
Although some researchers have proposed some adjustments to the above 
seven dimensions of strategies (e.g., Jones, 1986; Van Maanen and Schein, 1979)，the 
general consensus is that these dimensions will have differential impacts on the 
«1 
organizational socialization process. Research so far supports this general consensus. 
For examples, Allen and Meyer (1990), Ashforth and Saks (1996), and Jones (1986) 
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found that innovative role orientation was related negatively to the institutionalized 
dimension. More complicated relationships were found by Mignerey, Rubin and 
Gorden (1995). They found that the individualized socialization tactics had a direct 
link with innovative role orientation to the newcomer, but the relationship of 
institutionalized socialization tactic and innovative role orientation was moderated by 
the information seeking behaviour of newcomers. Furthermore, studies of Allen & 
Meyer (1990), Ashford & Saks (1996), Black (1992) and Jones (1986) have 
demonstrated the effects of various socialization tactics on innovative role orientation. 
Training. Training is a formal and planned socialization method. It has become 
a major part in the socialization process (Feldman, 1989). Louis et al. (1983) and Saks 
(1995) found that training for newcomers was related positively to job satisfaction, 
commitment and negatively to intention to quit. 
Culture. Organizations also use rituals and stories as strategies to socialize 
newcomers (Pacanowsky & 0'Donnel Trujillo, 1983). The personal rituals are 
behaviours of specific organizational members as a function of their position, role, or 
unique characteristics. Organizational stories exchanged by members describe the 
organization's culture and what it's like to experience that culture. These stories help 
newcomers learn the nature of the organization, its members, past events, and future 
considerations. They help to personify the organization's values for the member. 
Unfortunately, there are relatively little research on the exact impact or the rituals and 
stories on the socialization outcomes. _ 
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In summary, past studies concerning the impact of organizational tactics on the 
socialization process have provided detail descriptions on the organizational tactics, 
and highlights the different usage of these tactics among different organizations. 
However, they neglected the potential effects of the individuals who participated in the 
process. Recently, some studies begin to recognize the influences ofindividual factors 
on the organizational socialization process. 
Individual Factors 
Studies concerning the role ofindividual factors on the organizational 
socialization can be divided into two streams. The first one treats individuals as 
passive reactor to the socialization strategies. The second one recognizes that 
individuals may take a proactive role during the socialization process. 
Reactive individuals. Researchers under this approach focus on the cognitive 
processes newcomers interpret (make sense of) and cope with the new environment 
p?alzione & Wilson，1988; Feldman & Brett，1983; Louis, 1980). As newcomers enter 
new organizations, they will be overloaded with information, experience a great deal of 
uncertainties and stress - “reality shock" (Hughes, 1959). In order to reduce the 
uncertainties and stress, newcomers will engage in a process of"sense-making" to 
cope with their earlyjob experiences (Louis, 1980). There are ambient (unintentional) 
and discretionary (intentional) cues in the organization (Hackman, 1976). The ambient 
«1 
cues will constantly impinge on the perceivers (newcomers), and operate 
unconsciously and indirectly. The discretionary cues are consciously perceived or 
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manipulated. They are more direct and intentional. Both the ambient and 
discretionary messages communicated between superiors and subordinates, and among 
coworkers help the newcomers to construct social reality in the organization ^.ouis, 
1983). The newcomers use these messages to learn what the organization is truly like, 
and the messages impact on their attitudes and behaviour (Jablin, 1985). 
Researchers, such as Allen and Meyer (1990), Ashforth and Saks (1996), 
Fisher (1986) and Jones (1986), all agree that individual factors, e.g. anxiety level, self-
efFicacy, need for control, expectations, investment (e.g. time, effort), and personality 
of the recruits have to be considered in the socialization process. For instance, Jones 
(1986) found that the effect of socialization tactics on custodial role orientation was 
stronger for newcomers with low self-efficacy. 
Proactive individuals. Studies under this category recognize individuals will 
actively participate in seeking information during the socialization process. Ashford 
(1986) and Morrison (1993a & b) advocate that organizational socialization is a 
process of adaptation. In the process, individuals adapt by tailoring their behaviour to 
fit the demands of a particular environment. Since tailoring is based on information 
they are given or obtained about the environment, securing adequate information is a 
central consideration in successful adaptation. Many studies have demonstrated that 
newcomers do adopt proactive information seeking behaviour in the socialization 
process (Baker, 1995; Comer, 1991; Fedor et al., 1992). For examples, in Comer's 
« 
(1991) study, newcomers of different organizations reported that they have used active 
(explicit or implicit) methods to seek information; Fedor et al. (1992) reported that 
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newcomers of a US Army helicopter pilots used different strategies to seek feedback 
information. 
Other studies attempted to study the relationship between information seeking 
behaviour and outcomes of organizational socialization (Lee, 1994; Major et al., 1995; 
Mignerey et al., 1995; Morrison, 1993a & b; and O'Reilly, 1982). They all reported 
that different proactive information seeking behaviours will lead to various positive 
results to organizational socialization. The proactive information seeking behaviours 
will be affected by different factors. They can be divided into two main categories, the 
individual factors and organizational factors, which are summarized in Table 1. The 
individual factors include the organizational tenure, self-confidence, self esteem and 
tolerance for ambiguity, etc. The organizational factors are the contingency 
uncertainty, institutionalized and individualized tactics, etc. 
Studies under this view provide a more complete conceptualization on 
organizational socialization because they suggest that socialization is a process affected 
not only by organizational tactics, but also by newcomer initiatives. In order to reduce 
the uncertainties, newcomers will seek help and information they needed to perform 
their work effectively instead of waiting or wishing their bosses to provide the 
information to them (Katz, 1985). Thus, we agree that organizational socialization is 
an adaptation process in which, newcomers seek to learn the appropriate behaviour 
necessary for adapting a particular role in the organization. We will follow this 
* conceptualization oforganizational socialization to understand newcomers' proactive 
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information seeking behaviours. Many factors will contribute to the information 
seeking process and we will discuss these factors in the next chapter. 
Outcomes of Organizational Socialization 
Many different indicators have been used to measure the results of the 
socialization process, e.g., sense of task competence, work role clarity, performance, 
intention to leave, satisfaction of job and organization, commitment, and interpersonal 
relationships, etc. Researchers have attempted to classify the outcomes in a more 
systematic manner. Feldman (1976), Louis (1980) and Morrison (1993a)�suggest that 
there are four primary tasks the socialization process have to accomplish. The four 
tasks are: Task Mastery - to learn about how to perform one'sjob; Role Clarification -
to develop understanding of one's role in the organization; Social Integration - to 
develop relationship with co-workers, and Acculturation - to leam about and adjust to 
the organization's culture. 
Conclusion 
Table 1 summarizes the socialization studies reviewed in this chapter. To 
summarize, organizational socialization is an adaptation process in which newcomers 
seek to Iearn the appropriate behaviour necessary for adapting a particular role in the 
organization. The most crucial and noticeable socialization occurs with the transition 
1 
from nonmember to organization member. Early studies have attempted to divide the 
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process into three or four stages. However, research findings do not fully support the 
assumptions of clear and distinguishable stages. 
Some studies analyzed the socialization process from the organizational point 
of view and attempted to investigate the impact of organizational strategies on 
socialization outcomes. This kind of studies provided detail descriptions on the 
organizational tactics and highlighted the different usage of these tactics among 
different organizations. However, they neglected the individuals who participate in the 
socialization process. 
Some researchers attempt to study the effects of newcomers' individual 
differences on the organizational socialization process. Some studies treated 
newcomers as passive reactors to the socialization strategy used by the organization. 
These studies supplement the previous views on the socialization process by 
recognizing that socialization is a process affected not only by organizational tactics, 
but also by newcomers' reactions. However, these studies assumed that the recruits 
were only reactive participants in the socialization process. That is, they would wait 
for the necessary information. This assumption may not be appropriate. When facing 
problems in their work, newcomers may be reactive only. Instead, they will seek the 
necessary information which help them accomplish their tasks through various means, 
such as, asking someone or consulting written manuals. 
_ 
More recent studies acquainted the effects of newcomers’ initiative actions in 
the socialization process. These studies recognize that newcomers will take initiative 
16 
to seek information instead of waiting to be "socialized" by the organization in order to 
master the unfamiliar setting. These proactive information seeking behaviours will be 
affected by individual and organizational factors. The individual factors are the length 
of tenure, self-esteem, self-confidence, and tolerance for ambiguity, etc. The 
organizational factors include the institutionalized and individualized tactics. By 
recognizing the active role of the participants, this view can provide us with more 
useful insights to better understand the organizational socialization process. 
Since the understanding of the role of participants is still very limited and 
confused, this study will focus on analyzing the effects of newcomers' proactive 
actions on the socialization process. We will analyze newcomers' socialization process 
for the most crucial and noticeable socialization occurs with the transition from 
nonmember to organizational member (Feldman, 1989 and Van Maanen, 1976). 
Therefore, newcomers' proactive information seeking behaviours will be discussed in 
the next chapter. 
Finally, there is general agreement among researchers that there are four most 
important tasks for the newcomers to accomplish in the socialization process, namely, 
task mastery, role clarification, social integration, and acculturation. These tasks are 




Proactive Information Seeking Behaviour 
in Organizational Socialization 
Past research has demonstrated that newcomer do adopt proactive information 
seeking behaviour in the organization socialization process, and their proactive actions 
will affect the socialization outcomes (Ashford, 1986; Ashford & Cummings，1985; 
Major et al., 1995; Morrison, 1993a & b; and Ostroff& Kozlowski，1992). In chapter 
1’ we have summarized the studies in this line of research in Table 1. Factors affecting 
the information seeking behaviours can be categorized into two aspects, namely the 
individual and situational factors. There are different contents of information to be 
sought from different sources and newcomers will use different strategies to seek 
information. We will discuss these issues in this chapter. 
Individual Factors Affecting the Information Seeking Behaviours 
Many individual factors have been proposed and studied which may affect 
individual's information seeking behaviour during the socialization process. These 
factors include previous working experience, prior knowledge of the organization, self-
esteem, self-confidence, need for control, tolerance of ambiguity, and personality. We 
will discuss these factors in the following paragraphs. 
* 
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Previous Working Experience 
A rich body ofliterature (e.g., Louis, 1980; Jones, 1983b; and Van Maanen, 
1984) suggests that previous work experience may affect an individual's adjustment to 
a new organization. For example, Van Maanen (1984, 214) proposed that people 
learned new skills in much the same ways they learned old skills that are seen as similar 
to the new situation. Consistent with previous findings (Meglino, DeNisi, and Ravlin, 
1993; Russell, 1994)，a recent study conducted by Adkins (1995) also concluded that 
previous work experience was associated with fewer realistic beliefs about thejob, 
greater role conflict and lower self-rated performance. One possible explanation is that 
individuals with previous work experience were initially overconfident about their 
ability to do thejob and were thus less attentive to formal instructions and 
organizational cues. 
Self-esteenVSelf-confidence 
Some studies use self-esteem (Fedor et al., 1992, Weiss 1977 & 1978), or self-
confidence (Ashford 1986; Morrison 1993b) to explain individual difference in their 
information seeking behaviour. Fedor et al. (1992) proposed that sensitivity 
concerning one's image would impact one's perception offeedback seeking, a sense of 
incompetence and dependency will dampen one's self-esteem. He found that less 
eliciting and more monitoring behaviours were associated with lower self-esteem. 
_ Weiss (1978) and Weiss & Nowicki (1981) found individuals with low self-esteem to 
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be easier to socialize because individuals having high self-esteem appear to rely on 
their own resources in an unfamiliar setting. 
Concerning self-confidence, Ashford (1986) found that it had no effect on 
inquiry behaviour. Bauer and Green (1994) even discovered that it was negatively 
related to continuance commitment. It might be possible that individuals with higher 
level of confidence see more options available for them, and this perceived information 
of mobility may affect the individual's attitude and behaviour during the socialization 
process and its subsequent outcomes. 
Need for Control 
Presthus (1978) proposed that one's reactions to authority was the most crucial 
variable in organizational accommodation. He contended that one's basic orientation 
toward authority was learned in childhood and was a highly stable characteristic, that 
the extent to which one became socialized was more a matter ofindividual 
predisposition than of the structure, methods, or agents utilized by the organization. 
Nicholson (1984) suggested that need for control and need for feedback influenced 
newcomers' modes of adjustment. Brett (1984), Jones (1983 a )� a n d Nicholson (1984) 
have supplied some of the theoretical work, speculating that need for control and need 





From the very beginning, Van Maanen (1976) had pointed out, in his theory of 
organizational socialization, that personality characteristics exert a pervasive influence 
on an individual's perceptions and reactions to the environment. Fisher (1986) urged 
for research on how individual differences in disposition affect newcomer reactions to 
socialization. This view is shared by many other researchers (Chao, et al., 1994; 
Morrison, 1993b; OstrofF& Kozlowski, 1992). Unfortunately, subsequent research 
seemed to neglect the important influence of newcomers' personality on the 
socialization process. 
As a summary, although many variables like communication traits, tolerance for 
ambiguity and risk taking, have been proposed as important individual factors in the 
socialization process (see Table 1)，it can be argued that these variables are highly 
related, or even are part of an individual's personality. Self-esteem and self-
confidence, for examples, should be related to one's assertiveness and positive 
emotions (extraversion). Need for control is related to one's openness to values, that 
is, the readiness to reexamine social values and motivation are related to one's inner 
feelings and excitement-seeking (openness). Communication traits are related to one's 
behavioural pattem (extraversion). Thus, it appears that personality may provide the 
greatest insights in understanding individual's information seeking behaviours during 
the socialization process. In addition, individuals' proactive actions are affected by 
4 
individuals' past pattern ofbehaviours, that is, their personality. Therefore, we will 
focus on demonstrating particular personality dimensions are important antecedents of 
21 
proactive information seeking behaviours in organizational socialization process. We 
will discuss personality dimensions in next chapter. 
Types ofInformation 
As summarized in Table 1，past studies have proposed five types of information 
which are important during the socialization process. The first type of information 
concerns the newcomers' job-related skills and knowledge. This is referred as the 
Technical Information. The second type of information is related to the definition of 
the newcomers' roles in organization. The newcomers need to know the expectation 
from other organizational members. This is referred as the Referent Information. The 
third type ofinformation is Normative Information, which helps newcomers to identify 
prevailing norms and values about their expected behaviours and attitudes so as to 
adapt to an organization's culture and to integrate into a work group. As feedback is 
an important kind ofinformation, to seek feedback related to how others are 
perceiving and evaluating the newcomers' job performance is very important too. The 
Performance Feedback is, therefore, the fourth type ofinformation needed to be 
sought by newcomers. Lastly, the acceptability of the newcomers' nontask behaviour 
in an organization has to be acquired by newcomers. Thus the final type of 




Past research has identified two major sources ofinformation: personal (see 
Table 2) and impersonal (see Table 3). Personal sources include the newcomers' 
direct supervisors, superiors other than their immediate supervisor, experienced co-
workers, other newcomers, subordinates, support personnel, or people outside oftheir 
organizations. The impersonal sources are the written materials, such as memos, 
reports, handbook, procedure manuals, company literature for normative information, 
job descriptions, and performance evaluation forms (Asford & Cummings，1985; 
Ashford & Tsui’ 1991; Comer, 1991; Lee, 1994; Major et al., 1995; Morrison, 1993a 
& b; O'Reilly, 1982 and Ostroff& Kozlowski，1992). Dewhirst (1971) regarded the 
impersonal sources as particularly important in organizations which asking for 
information was discouraged. 
Forms ofInformation Seeking 
Some studies have identified the engagement in communication, interactions, or 
information exchange as strategies ofinformation seeking behaviours for newcomers 
(Baker, 1995; Lee, 1994; Major et al., 1995 & Mignerey et al., 1995). Most o f the 
past research divide the proactive information seeking behaviours into two distinct 
strategies (see Table 1). The first one is to observe or monitor. That is, individuals 
may monitor an environment for feedback by observing various situational cues. The 
_ 
other strategy is to enquire directly from the personal sources, e.g., their immediate or 
other supervisors, their peers, or people outside their work group or organization. 
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Following this classification scheme, we label the two distinct information 
seeking strategies to be Direct and Indirect information seeking strategies. Under this 
new classification, direct information seeking strategy can be defined as individuals 
adopting explicit method through direct enquiries from people who have formal or 
informal contact with the individuals, such as their immediate supervisors, peers and 
colleagues ofother departments. Indirect information seeking strategy can be defined 
as individuals adopting implicit information seeking behaviours, such as by observing 
other people's behaviours, engaging in social activities with others, and obtaining 
information from written materials. Tables 2 and 3 summarize past studies ofwhich 
the information seeking behaviours studied can be classified under this Direct versus 
Indirect scheme. 
The use ofthese strategies depends on the individual perceived costs involved 
with using them. The perceived cost is a function of several influences, such as self-
confidence, risk ofembarrassment, etc. (Ashford and Cummings, 1983). As in indirect 
information seeking, the information seeker must interpret what is being observed and 
the potential cost ofmisinterpretation. When direct enquiry method is adopted, it may 
damage the seeker's public image, make the seeker appear to be insecure or 
incompetent, or annoy the information target (Ashford & Cummings, 1983; Miller & 
Jablin, 1991). It is believed that a newcomer may seek information in a deliberate 




Past Studies in Proactive Information Seeking Behaviours 
Studies ofnewcomers' proactive information seeking behaviours on 
organizational socialization are summarized in Table 6. The purposes of these studies 
are quite different. Some ofthem attempted to establish a causal link between 
information seeking behaviours and socialization outcomes, such as Lee (1994), Major 
et al. (1995) and Minerery et al. (1995). Other studies attempted to clarify which 
information seeking strategy newcomer would use to seek from a specific information 
source, e.g., Comer (1991) and O'Reilly (1982). The most complicated studies were 
to analyze the relationship between different information strategies, information 
sources and information contents, e.g. Morrison (1993a，b). However, their results are 
inconsistent and very confusing. These inconsistencies can be seen in the following 
areas: 
Individual Differences and Information Seeking Strategies 
Fedor et al. (1992) found that more elicitation was associated with low 
tolerance for ambiguity, or low self-esteem. Weiss (1977 & 1978) found that the 
model，s effect was mediated by observer's self-esteem. Mignerey et al. (1995) 
reported that communication trait (assertiveness) had no significant relationship with 
information seeking behaviour. Same as Morrison (1993b)，they also found no 
significant correlation between information strategies and self-confidence. 
o 
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Information Seeking Strategies and Information Sources 
Ashford and Tsui (1991) reported that there was no significant relationship 
between the immediate supervisors and information seeking strategies (either direct or 
indirect). However, Morrison (1993b) found that newcomers with low self-confidence 
would ask their immediate supervisors for more referent information and performance 
feedback. On the other hand, Lee (1994) discovered that negative relationship existed 
between communicating with peers and performance. 
Information Seeking Strategies and Information Contents 
Comer (1991) found that more technical information was sought from peers 
and people outside workgroup by direct explicit method. However, Morrison (1993b) 
reported newcomers frequently seek technical information directly from supervisors. 
Comer (1991) reported that newcomers seek social feedback evenly from peers and 
people outside their workgroup, but OstrofFand Kozlowski (1992) found important 
relationship between social feedback and information seeking from peers. 
Information Seeking Strategy. Information Sources and Socialization Outcomes 
Lee (1994) found positive relationship between task mastery and information 
seeking from people outside workgroup, but Morrison (1993a) found a positive 
_ 
relationship between task mastery and information seeking from supervisors. 
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From the above results, it can be seen clearly that contradictory results were 
found in studies which analyzed newcomers' information seeking behaviours with 
respect to different information contents and sources. We can hardly draw conclusion 
from such inconsistent findings as to what strategy newcomers will use to seek 
information in the socialization process. In the next section, we will attempt to explain 
these inconsistencies and propose the classification ofDirect versus Indirect 
information seeking strategies may be appropriate for further research. 
Necessity to Classify Overall Information Seeking Strategies 
Past studies reviewed in the previous sections separated the information 
seeking behaviours into different kinds of information and sources. This analytical 
method may have based on a wrong assumption. That is, all newcomers were assumed 
to possess the information processing capability to distinguish various types of 
information and their implications. This may be a reasonable assumption for 
employees who are familiar with the organization. However, for a newcomer who just 
entered the organization, this assumption may be unrealistic. On one hand, the kinds 
ofinformation they needed are not systematically distributed and allowed the 
newcomers analyze what exactly these information represented. All the newcomers 
know is that they need information to reduce their uncertainties in an unfamiliar 
setting. On the other hand, the information sources may not be equally available and 
allow the newcomers to analyze which source is more appropriate. In other words, it 
4 
needs a long period for the newcomers to know clearly that which kind ofinformation 
can be sought from which particular source during the socialization process. 
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Therefore, the newcomer will probably go ahead with the strategy which he/she feels 
most comfortable whenever he/she encounters the chances to meet the information 
sources. The strategy adopted may be affected mostly by the newcomer's past pattem 
ofbehaviours. For examples, if the newcomer is a very talkative person, he/she may 
feel very comfortable to ask whoever he/she meets when he/she needs some 
information. If, on the other hand, the newcomer is a relatively shy person, he/she may 
feel more comfortable to observe others' behaviours even though he/she has the 
chance to raise questions. 
As personality represents some stable traits related to particular pattems of 
behaviour, it may have important impact on how the newcomers will feel comfortable 
in an unfamiliar situation. Our classification about Direct versus Indirect Information 
Seeking Strategies also fits the description of the newcomers' choice ofbehaviours 
comfortable to the newcomers. It is not a matter of information contents or sources, 
but the strategy the individuals choose when they have the chance to gather 
information that determines their information seeking behaviours. Thus, we believe it 
is worthwhile for future research to examine these overall strategies instead of 
classifying the behaviours according to information contents and sources. 
In addition, using the definitions of direct and indirect information seeking 
strategies, some consistent conclusions can be drawn from the confused results with 
respect to the socialization outcomes, such as Task Mastery, Role Clarity, and Social 
Integration. These further justify the use of the overall classification scheme developed 
in this study to analyze the newcomers’ proactive information seeking behaviours in 
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the socialization process. Using this new classification scheme, the previous confused 
findings can be reclassified into the following consistent results. 
Direct Information Seeking Strategv and Task Mastery 
Morrison (1993b) reported newcomers，direct asking of technical information 
had positive relationship with task mastery. And Lee (1994) found performance had 
positive relationship with task-related interpersonal communication, and positive 
relationship also associated with informal interaction with people outside workgroup. 
They pointed out that the positive relationship may due to the task related enquiries. 
That is the more explicit (direct) method the newcomers use to seek information, the 
more positive effects would be on task mastery. 
Direct Information Seeking Strategy and Role Claritv 
Morrison (1993a) found that significant positive relationship was associated 
with direct performance feedback seeking and role clarity, and consulting written 
feedback had little effect on role clarity. It appeared that direct information seeking 
strategy would enable the newcomers to have a clearer understanding on their roles. 
_ 
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Information Seeking Strategies and Social Integration 
Ostroffand Kozlowski (1992) reported that positive relationship was obtained 
between direct or indirect information seeking behaviours with social integration, 
Morrison (1993a) found significant effects of monitoring on social integration. It is 
because when newcomers spend time getting information from sources, they may 
establish a social network or become integrated into informal social network. 
Therefore, both direct and indirect information seeking strategies appear to have 
positive impact on social integration. 
Conclusion 
From the review of past studies on information seeking behaviours during the 
socialization process, following points can be concluded. First, since individuals， 
proactive actions are affected by their personality, the effect ofpersonality on 
information seeking behaviours deserve more research attention. Second, although 
different types of information (e.g., technical and social) will be gathered by the 
newcomers during the socialization process, it is very hard to interpret the results from 
the inconsistent findings. It is necessary to develop a new classification scheme to 
provide better understanding for the newcomers' proactive information seeking 
strategies. Third, strategies for newcomers' information seeking behaviours can be 
classified as Direct and Indirect way of acquisition. Direct information seeking 
_ 
strategy means that individuals adopt explicit method through asking people who have 
formal or informal contact with the individuals. Indirect information seeking strategy 
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means that individuals adopt implicit information seeking behaviours, such as by 
observing other people's behaviours. Finally, using the classification ofDirect and 
Indirect information seeking strategies, more consistent results were found between 
newcomers' proactive information seeking behaviours and organizational socialization 
outcomes. 
The importance to develop a new classification scheme for the newcomers’ 
proactive information seeking strategies can be further explained as follows. Although 
past studies have examined the important role of proactive information seeking in the 
socialization process, it is very hard to understand the effects of these kinds of 
behaviours on the outcomes of the process. It may due to the wrong assumption made 
by these studies. They assumed that newcomers possess the capability to distinguish 
various types ofinformation and their implications just after entering their 
organizations. These studies analyzed newcomers' proactive information seeking 
behaviours with respect to different information contents and sources. However, 
contradictory results were reported, such as, same kind of information was found to be 
sought from different sources in different studies. From these past confused results, 
we can hardly drawn a valid conclusion as to the relationship between proactive 
information seeking behaviours and the outcomes of socialization process. 
Furthermore, their inconsistent results can not generalize to other situations. In order 
to obtain a clear understanding about the relationship, we need to develop a new 
conceptualization of proactive information seeking behaviours. 
<» 
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When we conceptualize the proactive information seeking behaviours as direct 
and indirect ways of acquisition, more consistent results can be obtained from the past 
studies. Therefore, it will be a better way to analyze newcomers' proactive 
information seeking behaviours. Also, it will enable us to have a clearer understanding 
about the role of proactive information seeking behaviours in the socialization process. 
In addition, as we have to consider the antecedents to the information seeking 
behaviours, we will consider the potential effects of certain personality dimensions on 




Personality Dimensions and 
Proactive Information Seeking Behaviours 
We have mentioned in the last chapter that it was necessary to consider 
individual personality in order to understand the information seeking behaviour in 
the organizational socialization process. In this chapter, we will discuss the 
concept of personality and the personality dimensions that may be related to 
individual proactive information seeking behaviours in organizational socialization. 
Research in Personality 
There is a long history of examining individual differences in terms of 
personalities in social sciences. From 1920s, research concerning personality 
started to emerge. After a comprehensive review on past research by Gordon 
Allport, a generally accepted definition of personality is concluded. Personality is 
defined as "the dynamic organization within the individual of those psychophysical 
systems that determine his unique adjustments to his environment" (Allport, 1937, 
p.48). This definition emphasizes traits and the underlying consistency of 
personality. A trait is a neural disposition of complex order, which may be 
expected to show motivational, inhibitory, and selective effects on specific courses 
ofconduct (Allport, 1937，p.347). f h u s we can recognize a given person by 
4 
characteristic ways of doing things, that is, by certain traits which distinguish his 
behaviour. 
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Allport also concluded that many dispositions and attitudes acquired in 
childhood will be with the individual to the end (Allport, 1961, p.563). There is a 
growing consensus in personality psychology that traits do exist. Traits represent 
predispositions to respond in specific ways which become manifest when behaviour 
is considered over a wide range ofsituations. Past studies found that traits endure 
across time and situations, that traits can be measured reliably and validly, and that 
measurements ofindividual differences in traits can predict human behaviour 
(Costa&McCrae，1988a; Epstein, 1984; Hogan, 1987; Rushton, 1990). 
There are three approaches to study personality, namely, the clinical, the 
experimental and the correlational approach. The clinical approach involves 
systematic, in-depth study ofindividuals. This approach was started by a physician 
Jean Charcot (1825-1893) who studied his patients in his clinic. By observing for a 
long period oftime, the physicians (Sigmund Freud, Henry Murray) classified the 
symptoms oftheir patients into different categories in order to identify their 
personalities. For example, Henry Murray developed the Thematic Apperception 
Test (TAT) to study an individual's personality. The limitation ofthis method test 
is that it involves subjective interpretation of the data obtained by observation. 
The second approach is the experimental approach. This involves the 
systematic manipulation of specific variables by the experimenter to establish causal 
relationships. In contrast to the correlational approach, which emphasizes on 
_ 
individual differences, the experimental approach emphasizes general laws of 
psychological functioning that apply to all people. Based on this approach, the 
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classical Conditioning and Stimulus-Response (S-R) Connections theories are 
developed from laboratory experiments on animals. The limitation of this 
experimental approach is that its external validity, i.e., the extent its findings that 
can be generalized to human behaviours in daily lives. 
The third approach is the correlational or psychometric approach. This 
approach emphasizes the use of data obtained from large numbers ofsubjects and 
the use ofstatistical procedures (e.g., factor analysis) to establish relationships 
among a few elements of personality functioning. Researchers adopting this 
approach emphasize on analyzing individual differences and on establishing 
relationships among those differences on various personality characteristics. They 
concluded that the concept of trait was a fundamental unit of personality. 
Since the late of the 1980s, many factor-analytic studies of personality 
ratings and questionnaire responses have been conducted. These studies focus on 
analyzing the number ofunits or factors essential to personality and the naming of 
these units. A consensus seems to be emerging among proponents o f the 
correlational (traits) approach that there are five basic factors or dimensions of 
personality. This is known as the Five Factor Model (FFM) of personality (Costa 
& McCrae，1988a; McCrae & John, 1992). We will discuss in greater detail of this 
model in the following paragraphs. 
<1 
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Five-Factor Model (FFNf) in Personality 
The development of the Five-Factor Model (FFM) or the ‘Big Five’ can be 
traced back to the lexical tradition and the questionnaire tradition. The lexical 
development of the five factors started from Allport and Odbert's (1936) 
psycholexical study of personality descriptors in the English language. It laid the 
empirical and conceptual groundwork for the development of the Five-Factor 
Model (FFM) ofpersonality. They classified 4,500 terms, each term specifying a 
form ofhuman behaviour, as personal traits i.e., "generalized and personalized 
determining tendencies - consistent and stable modes of an individual's adjustment 
to his environment". Some examples of these terms are sociable, aggressive, and 
introverted (Allport & Odbert, 1936，p.26). Later, Cattell (1957) reduced Allport 
and Odbert's list of4,500 trait terms to a mere of36 trait variables through the 
method ofcluster analysis. These clusters were converted into bipolar descriptions 
ofpersonality, and they became a measurement tool for the basic structure or 
organization of personality. 
A series of studies using Cattell's original polar descriptions revealed "five 
relatively strong and recurrent factors and nothing more of any consequence" 
(Tuppes and Christal, 1961, p.l4). Norman (1963) have labeled the five 
personality dimensions as Extraversion, Agreeableness, Conscientiousness, 
Emotional Stability (opposite ofNeuroticism), and Culture (Openness). 
_ 
Subsequent studies confirmed this five-factor structure of personality ratings for 
American students 0vforman, 1963; Passini and Norman, 1966). 
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While the researchers in the lexical tradition were consolidating the 
evidence for the FFM, other researchers tried to develop questionnaires to measure 
personality. In the 1980s, Costa and McCrae developed the NEO Personality 
Inventory to measure three broad personality dimensions: Neuroticism ^Sf), 
Extraversion (E), and Openness in Experience (0). They realized that their NEO 
system closely resembled three of the Big Five factors. Later, they extended their 
model with scales measuring Agreeableness (A) and Conscientiousness (C), and 
demonstrated that their five questionnaire scales converged with adjective-based 
measures of the FFM. Subsequent research showed that these five factors could be 
recovered in various personality questionnaires. The detail descriptions of these 
five factors will be discussed in the later sections of this chapter. 
In the 1980s, studies used both questionnaires and trait adjectives with both 
self-reports and observer ratings started to appear. McCrae and Costa (1985, 
1987) showed convergence for all five factors across both observers and 
instruments when they examined adjective scales and questionnaire measures in an 
adult sample with peer ratings. These studies demonstrated that the 
correspondence between similarly named factors in the two traditions - lexical and 
questionnaires are empirically justified. Subsequent research has relied primarily 
on the questionnaire measures of the five factors. 
There are many empirical evidence illustrating the substantial over-time 
<1 
consistency in personality traits subsumed within the five-factor framework 
(Conley, 1985; Costa et al., 1980). Costa & McCrae (1988b) conducted a six-year 
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longitudinal study of trait-stability. They found that there was very slight changes 
in mean levels of the personality dimensions over the six-year period. In addition, 
after conducting a meta-analytic review, Tett et al. (1991, p.725) confirmed that 
these personality traits represent stable characteristics, and measurement interval 
was unrelated to the strength of the focal relation. 
Meta-analyses have been conducted to verify the predictability o f the FFM. 
Barrick and Mount (1991) found that the Conscientiousness factor was a valid 
predictor o f job performance, Openness and Extraversion were valid predictors of 
training proficiency (training performance ratings), and Extraversion could predict 
performance injobs involving social contact, such as sales. Tett et al. (1991, 
p.730) also concluded that personality (FFM) could be used in personnel selection. 
When the English-based measures (e.g. Norman's 20 scales) were 
translated to Japanese (Bond, Nakazato, & Shiraishi，1975), German (Borkenau & 
Ostendorf, 1989)，and Israeli (Birenbaum & Montag，1986), some measures 
analogus to the English Big Five are derived. Some studies used indigenous trait 
terms developed from native languages, such as German (Angleitner & Ostendorf’ 
1989), Filipino (Church & Kaitigbak, 1989), and Chinese (Bond & Yang，1990). 
The five-factor structures appear to emerge quite clearly in the German and 
Filipino studies. For the Chinese study, five bipolar factors could be regarded as 
the basic emic Chinese personality dimensions, according to Yang and Bond 
K 
(1990). The Chinese Big Five (CBF) are the Competence-Impotence, 
Expressiveness-Conservatism, Self-Control-Impulsiveness, Social Orientation-Self-
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Centeredness, and Optimism-Neuroticism. In comparing the two scales, Yang and 
Bond concluded that although a one-to-one correspondence for the four factors is 
not very clear, the western personality dimensions fFFM) do a reasonable job of 
identifying four of the five indigenous factors. 
In order to validate the emic CBF, Yik and Bond (1993) carried out a 
comparison study on the imported FFM and the indigenous CBF measures for 
Hong Kong Chinese. After comparing the relative effectiveness of the FFM and 
the CBF, they found that none of the suggested scales was better than the others in 
predicting various real-life criteria. They concluded that the imported scales will 
do a reasonablejob, as long as their factor structure is determined locally. Thus, it 
will be an appropriate way to use the imported scales of the FFM and conduct a 
factor analysis with Chinese sample if the study is on Chinese respondents. 
FFM as Personality Measures 
From the studies in the FFM, it appears clear that it is a well developed 
model to identify the traits of an individual. We will adopt this model in our study 
because ofi ts consistency and predictability. Also, it has been demonstrated to be 




There are lot of empirical evidence illustrating the substantial over-time 
consistency in personality traits in terms of the FFM (Conley, 1985; Costa et al., 
1980). Only very slight changes in mean levels of personality dimensions were 
observed over a 6-year longitudinal study (Costa & McCrae，1988a). 
Predictability 丨 
Many meta analyzes have demonstrated that FFM can be a valid predictor 
for some constructs. Barrick and Mount (1991) reported Openness and 
Extraversion are valid predictors of training proficiency, and Extraversion can 
predict performance injobs involving social contact, e.g. sales. Moreover, FFM 
can be used in personnel selection (Telt et aI., 1991). 
Valid Across Culture 
As the present study aims at developing a model of organizational 
socialization of Chinese societies, it is important to consider the validity of the 
instrument across culture. FFM has found to be valid across different cultures 
including Chinese. Similar personality structures as the FFM obtained from studies 
used indigenous trait terms developed from native languages, e.g. Chinese (Bond 
* 
& Yang，1990)，German (Angleitner & Ostendorf，1989) and Filipino (Church & 
Kaitigbak, 1989). 
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Although another five basic emic Chinese personality dimensions (CBF) 
were found by Bond & Yang (1990), we will not use the CBF in this study. It is 
because this has not been replicated in other empirical studies. In addition, the 
emic CBF and the imported FFM was found to have similar predictive power for 
various real-life criteria in Yik and Bond's (1993) comparison study. 
Consist Other Relevant Individual Factors 
Although other variables have been proposed as important individual 
factors in the socialization process, it can be argued that these variables can be part 
of an individual's personality. For examples, self-esteem is the individual's view of 
himselfby having assertiveness and positive emotions in achieving one's goals 
(Redding & Ng，1982 & 1983 ). Then self-esteem and self-confidence could be 
grouped under the characteristics ofExtraversion. It is because Extraverts must 
have high esteem in their characteristics that they can have enough confidence to 
dominate their situations. Also, Extraverts are assertive and have positive affect 
towards others. 
On the other hand, need for control concems one's basic orientation 
toward authority (Presthus, 1978). People high in Openness in Experience are 
more sensitive to their emotional state. They may place more emphasis on the 
established authority structure in their organization. That is, the Open people will 
4 
be very careful to whom they could ask and get their answers, especially those 
possess high authority in the organizational structure. Therefore, need for control 
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relates to Openness in Experience. Moreover, motivation concerns one's inner 
drive to finish ajob. It could be related to Openness in Experience since the Open 
people are self-motivated to leam. From the characteristics associate with the 
dimensions of the FFM, it can be said that the FFM has included other proposed 
important individual factors in socialization process. Based on the above reasons, 
we will use this model to measure individual's personality dimensions in the present 
study. 
I 
FFM and Proactive Information Seeking Behaviours 
Under the conceptualization of the FFM, individuals of particular traits will 
tend to behave in particular ways across situations. The proactive dimension of 
behaviours is rooted in people's need to manipulate and control the environment 
(Bateman and Crant, 1993). In addition, Mignerey et al. (1995) found newcomers' 
communication traits, such as assertiveness, has a positive relationship with 
information seeking behaviours. Those high in assertiveness tend to seek more 
information. Similar to the Extraverts, the behaviours associate with assertiveness 
include spontaneous expression of one's feelings, outgoing and willing to take 
initiative in social situations. Thus, the disposition to engage in proactive 
behaviours would be related to some but not all of the personality dimensions 
described by the FFM. 
<• 
In order to identify the personality dimensions which may have direct 
effects on proactive information seeking behaviours, we have to discuss the 
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definitions and the behaviours associated with each of the five dimensions of the 
FFM. The meaning ofthe five dimensions can be best understood through the 
positive pole of their respective descriptive adjectives. Based on the descriptions 
given by Digman (1990), McCrae and Costa (1986) and McCrae and Costa 
(1992)，the five dimensions can be described as follows. 
Extraversion 
Extraversion associates with the active, assertive, affiliation, positive 
affective, outgoing and talkative character. The Extraverts are cheerful persons 
who consistently tend to be dominant, talkative, sociable and like to express their 
own feelings. Because the Extraverts like to dominate their situation, they will 
take initiative actions to seek more information so as to master the unfamiliar 
settings they face as soon as possible. 
The Extraverts are cheerful and possess positive affect towards everyone 
they meet. McCrae and Costa (1986) point out that Extraverts are high self-
closers and like to involve in more interpersonal behaviours. The high self-
disclosers are willing to talk about themselves, share their feelings and ideas with 
others. Since the Extraverts are warm, outgoing and talkative, they tend to 
disclose themselves freely. Thus, they may not afraid to express their problems to 
others including their immediate supervisors and work groups since the cost of 
4 
losing face is minimal to them. By having positive affect towards everyone, they 
regard everyone will express his/her own ideas as freely and willingly as 
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themselves. In addition, they are assertive, talkative and sociable. Mignerey et. al. 
(1995) concluded that the assertive people will take initiative in social situations. 
Therefore, the Extraverts will probably enquire explicitly to everyone they interact 
in the organizational socialization process. 
Openness in Experience 
Openness in Experience associates with the characteristics ofbeing artistic, 
intellectual curious, imaginative, insightful, original, and wide interests. The Open 
people are self motivated to learn because they are intellectual curious to novel 
things. When they face uncertainties in the new environment, they will be self-
directed to learn everything which is new to them. Thus, they will take proactive 
behaviours to seek information in the socialization process. 
Open in experience does not mean interpersonal openness. Contrary to the 
Extraverts, the Open people are more sensitive to their inner feelings (McCrae and 
Costa, 1986). They are more reflective and thoughtful in regard to their wide 
scope of interest. When they have problems in their work, they will avoid to bear 
the cost of embarrassment by enquiring explicitly since they are more sensitive to 
their emotional state and they will be very careful to whom they could ask and get 
the answer. Thus, they will prefer to use implicit methods to seek information 
during the socialization process, such as, by observing others behaviours and 
1» 
reading company documents. Therefore, it could be expected that Openness in 
Experience will be related to Indirect information seeking behaviours. 
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c Agreeableness r • 
Agreeableness associates with appreciative, forgiving, generous, kind, 
sympathetic, and trusting character. This dimension of personality mainly concerns 
5 the human aspects ofhumanity, such as, altruism and nurturance. The agreeable 
person are friendly and ready to comply to everything they meet in their working 
environment. They are ready to agree and accept their assignments. Therefore, 
agreeableness does not appear to be related to the proactive information seeking 
behaviours. 
Conscientiousness 
Conscientiousness is described as organized, planful, reliable, responsible, 
and thorough. People high in conscientiousness will work diligently, persistently 
and scrupulously. For those high in conscientiousness, they are diligent and 
persistent to finish what they have to. They are thorough and well-organized. 
However, a conscientious person may not be talkative and sociable and not like to 
share their feelings with others. They may not be curious and interest enough to 
take proactive actions to seek information because they may be conservative and 
thoughtful to their actions. 
Thus, all we can conclude is that those high in conscientiousness will place 
4 
their full attention in finishing the tasks they are assigned. It is difficult to argue 
how they will search information in reacting to the uncertainties they face during 
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the socialization process. Therefore, no apparent relationship between 
conscientiousness and proactive information seeking strategy can be drawn. 
Neuroticism 
Neuroticism is described as anxious, self-pitying, tense, touchy, unstable, 
and worrying. People high in neuroticism often associated with irrational thinking, 
they tend to be less able to control their impulses and cope more poorly than others 
with stress. Neuroticism mainly concerns individual's ability to control their 
irrational thinking and impulse. It does not associate with individual's interest to 
learn or his/her interpersonal behaviours. Therefore, like agreeableness and 
conscientiousness, this personality dimension does not appear to have a direct 
relationship with proactive information seeking behaviours. 
Conclusion 
We have reviewed briefly the research about personality in this chapter. 
The FFM model appears to be valid and useful conceptualization of personality 
across different cultures. Because ofits validity, it can be concluded that 
individuals high in particular personality dimensions will tend to adopt particular 
behaviours across situations. 
1 
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The proactive dimension ofbehaviours is rooted in people's needs to 
manipulate and control the environments. Thus, certain but not all personality 
dimensions may affect the proactive information seeking behaviours during the 
socialization process. People high in Extraversion like to dominate their 
environments, they will take proactive actions to seek information. Since they like 
to express their own feelings freely and prefer to involve in interpersonal 
behaviours, they will adopt Direct proactive information seeking explicitly. On the 
other hand, people high in Openness in Experience are self-motivated to leam, they 
will adopt proactive behaviours to seek information too. While facing uncertainty, 
the Open people will place more emphasis on their inner feelings and tend to rely 
on their independentjudgment. Then, they will prefer to seek information 
indirectly. 
However, there is no clear implications about individuals' needs to 
manipulate or control their environments can be obtained from the definitions of 
the other three dimensions - Conscientiousness, Agreeableness and Neuroticism. 
Therefore, there will be no apparent relationship between proactive information 
seeking behaviours and these three personality dimensions. 
After reviewing the literature of organizational socialization, the role of 
information seeking behaviours during the socialization process, and the related 





Research Framework and Hypotheses 
This chapter begins with a list ofhypotheses derived from the literature 
review in the last three chapters and a general framework. Our objective is to 
derive a workable framework for the studies in the socialization process. Given the 
relatively little, if not at all no studies in socialization for the Chinese subjects, our 
main concern is to build up a foundation for future socialization studies in Chinese 
societies. To build up this foundation, the first step is to have a workable 
conceptualization of proactive information seeking strategies during the 
socialization process. After building up this conceptualization, we will identify 
some important antecedents and outcomes of the information seeking behaviours. 
We will report a pilot study in later parts of this chapter to demonstrate that it is 
worthwhile to conduct a larger scale of study to further understand the proposed 
foundation for the Chinese societies. 
Conceptualization for the Proactive Information Seeking Behaviours 
Following the discussion of newcomers' information seeking behaviours in 
the organizational socialization process in chapter two, it can be seen that 
newcomers' proactive behaviours will have important impact on the outcomes of 
socialization process. Also, how to seek information is the core issue in 
<» 
newcomers' proactive behaviours. 
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From our review in Chapter 2，it appears to be very confusing and difficult 
for one to understand the relationship between information seeking behaviours and 
organizational socialization outcomes when one links information seeking 
strategies to different information sources and information contents. Conflicting 
results were reported in the studies trying to clarify such kinds of relationships. 
For example, Comer (1991) found that newcomers seek technical information 
directly from peers, but Morrison (1993b) found that they seek such kind of 
information from supervisors more often. We can hardly draw conclusions from 
such inconsistent findings as to what strategy newcomers will use to seek 
information in the socialization process. 
In order to have a clearer understanding on the relationship ofinformation 
seeking behaviours and socialization outcomes, we need to simplify the information 
seeking behaviours by not splitting them into different contents and from different 
sources. Instead, we conceptualize these behaviours from the newcomers' 
perspective. After entering the organization, the core problem to the newcomers at 
the early stage of their organizational socialization process will be how to seek 
information instead of determining to seek a specific kind of information from a 
particular source. 
Referring to the studies on the proactive information seeking behaviours 
(Table 1)，two distinct information seeking strategies can be classified. The first 
<» 
one is to observe or monitor. That is, individuals may monitor an environment for 
feedback by observing various situational cues. The other strategy is to enquire 
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directly from the personal sources, e.g., their immediate or other supervisors, their 
peers, or people outside their workgroup or organization, etc. 
Following this classification scheme, we label the two distinct information 
seeking strategies to be Direct or Indirect information seeking strategies. Under 
this new classification, direct information seeking strategy is defined as individuals 
adopting explicit method through direct enquiry from people who have formal or 
informal contact with the individuals, such as their immediate supervisors, peers 
and colleagues of other departments. Indirect information seeking strategy is 
defined as individuals adopting implicit information seeking behaviours, such as by 
observing other people's behaviours, engaging in social activities with others, and 
obtaining information from written materials such as memos and company records. 
In order to reduce the uncertainty, newcomers may ask explicitly, or 
observe implicitly, or use both strategies to seek information. Therefore, the first 
step of our study is to show that it is appropriate to conceptualize newcomers' 
proactive information seeking behaviours consist of two distinct strategies - the 
Direct or Indirect ways ofacquisition. 
<1 
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Antecedents ofProactive Information Seeking Behaviours: 
Particular Personality Dimensions 
The use of either strategies ofinformation will depend on individuals' 
personality dimensions which drive them to seek information proactively. From 
our review in the last chapter, it appears that the FFM model has received sufficient 
evidence for its validity, even across cultures. And the characteristics associate 
with the dimensions of the FFM have included the other proposed important 
individual factors in socialization process. Therefore, we will adopt the 
classification of personality dimensions of the FFM. As pointed out in the last 
chapter, the two most relevant personality dimensions in predicting the proactive 
information seeking behaviours are Extraversion and Openness in Experience. 
On the other hand, although there have been many organizational 
socialization studies using Western subjects, there is no any published study used 
Chinese as the subjects. With the aim of filling this gap, this study analyzes the 
Chinese employee's proactive information seeking behaviours in the organizational 
socialization process. The Chinese cultural context can be understood with the 
four cultural dimensions defined by Hofstede’s 1980 study. 
<» 
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Cultural Characteristics of Chinese Society 
We include Hong Kong Chinese and Taiwanese as the Chinese respondents 
in this study because they belong to the same cluster of similar cultural 
characteristics under the classification scheme ofHofstede (1980). Hofstede 
classified forty nations into different groups using the four cultural dimensions. 
They are the power distance (PDI), uncertainty avoidance (UAI), individualism 
(IDV), and masculinity (MAS). 
The PDI dimension concerns the equality and inequality in a nation and 
with the way inequality is generally accepted. Hofstede measured it with question 
such as, how frequently the subordinates were afraid to express disagreement with 
their superiors. The UAI measures tolerance for uncertainty or ambiguity and the 
degree of need for taking action to reduce the uncertainty. Hofstede examined this 
dimension by asking respondents the degree to which people are willing to break 
company rules. The IDV measures the extent to which an individual's self-concept 
is perceived in individual terms or in collective terms. People high on EDV like a 
job which provides a personal sense of accomplishment and gives them freedom to 
adapt their own approach to thejob. Lastly, people high on MAS place relatively 
higher value on the "masculine" work goals as assertiveness, advancement, 
recognition and earnings. On the contrary, a low MAS score reflects a higher 
value on nurturing, interpersonal relations, and cooperation. 
_ 
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Consistent with the findings ofHofstede's 1980 study, Hofstede found the 
same results for Hong Kong and Taiwan in his 1991 research. These two countries 
are generally characterized by high in PDI, low in UAI, low in BDV and medium in 
MAS. Therefore, Hong Kong Chinese and Taiwanese can be treated as having the 
same Chinese cultural characteristics. That is, they will displace high degree of 
agreement with their superiors for having high PDI. They will accept jobs which 
give them less freedom to adapt their own approaches to thejobs for scoring low 
in EDV. They will tolerance similar level of uncertainty and place medium value on 
nurturing, interpersonal relations and cooperation for possessing medium MAS. 
As Whitely and England (1977) pointed out that people's work values are a 
reflection of culture and industrialization, Hong Kong Chinese and Taiwanese will 
share similar work values. It is because they are in the same cultural cluster in 
Hofstede's study. They will have similar types of work design and management 
practices for having similar cultural values and employee attitudes (Hofstede, 
1984). Moreover, Hong Kong and Taiwan are more or less at the same level of 
economic development. They were classified as industrialized countries for each of 
them had a per capita GNP exceeding $10,000 (World Bank, 1994). Therefore, 
we treat Hong Kong Chinese and Taiwanese as two samples of the same 
population. 
However, it is argued that individual's behaviours will not be the same 
«1 
though they are under similar cultural settings. Under the trait approach, individual 
possess specific traits will respond in specific ways which become manifest when 
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behaviour is considered over a wide range of situations. Past studies concluded 
that traits endure across time and situations (Costa & McCrae，1988a, Epstein, 
1984; Hogan, 1987 and Rushton, 1990). Therefore individual will behave 
differently under the same culture for having different ranking in particular 
personality dimensions. That is，when they are high in Extraversion or high in 
Openness in Experience, they will take particular information seeking behaviours 
consistently under the Chinese cultural setting. 
People high in Extraversion are active, assertive, sociable, assertive, 
sociable, and talkative. The Extraverts are cheerful persons who consistently tend 
to be dominant (McCrae and Costa, 1992). Since they like to dominate their 
situations, they will take initiative actions to seek more information so as to master 
the unfamiliar settings they face in the organizational socialization process. 
The Extraverts are high self-disclosers because they regard everyone will 
express his/her own ideas as they are for having positive affect toward everyone. 
Also, the Extraverts like to involve in more interpersonal behaviours (McCrae and 
Costa, 1986). Their interpersonal behaviours will manifest in the Chinese cultural 
setting for having medium MAS rating. Thus, although they will displace high 
agreement with their superiors under the Chinese characteristics, they will enquire 




H1: Extraversion will have a positive relationship with Direct 
Information Seeking Behaviours. 
On the other hand, people high in Openness in Experience are artistic, 
intellectual curious, imaginative, insightful, and have wide scope ofinterests. The 
open people are selfmotivated to learn for they are intellectual curious to novel 
things. When they face uncertainties in the new environment, they will be self-
directed to seek the solutions. Thus, they will take proactive behaviours to seek 
information in the socialization process. 
Contrary to the Extraverts, the Open people are open to learn but not open 
to people's interaction. It is because they are more sensitive to their inner feelings, 
they are more reflective and thoughtful regard to their wide scope ofinterest 
(McCrae and Costa, 1986). Chinese society characterizes with high power 
distance O^ofstede, 1980)，high in hierarchy (Bond, 1995) and the Chinese 
management style is boss-centered (Pun, 1991). When the Open people work in 
such a society, they will avoid to enquire explicitly though they are self-directed to 
seek information. They will prefer a method which will reduce the cost of 
embarrassment because they are more sensitive to their emotional state. Thus, they 
will use implicit methods to seek information during the socialization process. 
Therefore, we hypothesize: 
«1 
H2: Openness in Experience will have a positive relationship with 
Indirect Information Seeking Behaviours. 
55 
Proactive Information Seeking and Organizational Socialization Outcomes 
There are four primary tasks in the socialization process that the 
newcomers have to accomplish (Feldman, 1976; Louis, 1980; and Morrison, 
1993 a). They are Task Mastery, Role Clarification, Social Integration and 
Acculturation. They are defined by Morrison (1993a) as follows. Task Mastery is 
to leam about how to perform one'sjob. Role Clarification is to develop 
understanding ofone 's role in the organization. Social Integration is to develop 
relationship with co-workers. Most of the past studies on the outcomes of 
organizational socialization focus on these first three tasks. Acculturation 
measures the similarity between newcomers' perceptions of their firm's culture and 
the perceptions ofexperienced insiders. In order to enhance the generalizability of 
the results, our study covers a wide range of companies. Consequently, the profile 
ofnewcomers' acculturation could not be matched with their respective 
organizational profiles. Therefore, we will adopt Task Mastery, Role Clarification, 
and Social Integration as the organizational socialization outcomes. 
Generally speaking, when the newcomers have more information they need, 
they should be able to master theirjobs and roles, and adapt to the new social 
environment more easily and smoothly. Therefore, proactive information seeking 
behaviours should have positive effects on various socialization outcomes. These 
effects, however, may be different for Direct and Indirect Information Seeking 
_ 
behaviours base on the most conceptual senses. When using direct information 
seeking strategy, most of the information being sought may be task or role related 
56 
because it involves asking more explicitly from the newcomer's supervisor or more 
experienced staff. Their interactions should be relatively formal and the 
newcomers will be able to know more about theirjobs and roles. 
In addition, some consistent results can be obtained from the studies of 
Morrison (1993b) and Lee (1994) using the new classification scheme of this 
study. When newcomers use more explicit (direct) method to seek information, 
more positive effects would be obtained on task mastery. The positive relationship 
may due to the explicit task related enquiries. Also, significant positive relationship 
can be obtained between direct performance feedback seeking and role clarity, and 
consulting written feedback would have little effect on role clarity (Morrison, 
1993a). Therefore, based on the findings obtained by applying the new 
classification scheme, we hypothesize: 
H3: Direct Information Seeking Strategy will have a positive impact 
on Task Mastery. 
H4: Direct Information Seeking Strategy will have a positive impact 
on Role Clarity. 
On the contrary, when newcomers engage in indirect information seeking 
behaviours, (for examples, socialize with people in their organization to leam how 
<1 
they behave, or pay attention to how others behave), these behaviours will help 
them integrate into their work group. This indirect information seeking strategy 
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may have less effect on their understanding of their specific tasks because they 
have to interpret the underlying meanings from the vague messages. For example, 
when they consult the written materials, they may not get the specific solution 
relevant to their situation from the general descriptions. Also, the information 
source may provide information other than clear directions to the newcomer for the 
indirect questions asked. 
Thus, indirect information seeking behaviours should have positive impact 
on the newcomers' social integration. Empirically, Morrison (1993a) found 
significant effects of monitoring on social integration. Ostroff and Kozlowski 
(1992) also reported that positive relationship existed between indirect information 
seeking behaviours and social integration. They argued that when newcomers 
spend time getting information from these indirect sources, they may establish a 
social network or become integrated into the informal social network. Therefore, 
we hypothesize: 
H5: Indirect Information Seeking Strategy will have a positive impact 
on Social Integration. 
Based on the discussion and hypotheses mentioned above, Figure 1 
summarizes the overall research framework of our study. Specifically, we propose 
that some personality dimensions will affect newcomers' proactive information 
« 
seeking behaviours in the Chinese society, which in turn will affect the socialization 
outcomes. 
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As noted before, Chinese tend to displace high degree of agreement with 
their superiors for having high PDI. They will accept jobs which give them less 
freedom to adapt their own approaches to thejobs for scoring low in BDV. They 
will place medium value on nurturing, interpersonal relations and cooperation for 
possessing medium MAS. It is argued that people high in particular personality 
dimensions will take particular information seeking behaviours consistently under 
these Chinese cultural characteristics. Since the Extraverts are high self-disclosers 
and have positive affect towards everyone they meet. They will adopt direct 
information seeking behaviours to seek information under the cultural 
characteristics ofmedium MAS. On the other hand, the Open people are more 
sensitive towards their inner feelings. They will use indirect information seeking 
methods to get information to reduce the cost of embarrassment under the high 
PDI Chinese cultural characteristics. 
When the newcomers use explicit and task related questions to seek 
information, they can obtain solutions without much guessing. It is because the 
answers given will be more specific to their situations. Thus, Direct information 
seeking behaviours will have positive impact on Task Mastery and Role Clarity. 
However, when newcomers seek information by reading written documents or 
asking indirect questions in social functions, they have to interpret the implications 
from the general descriptions or answers. It is because the messages they get may 
not relevant to their specific situations. Therefore, Indirect information seeking 
<1 
behaviours will help newcomers integrate into their social work-group for having 
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more people interactions, but it may not have direct positive impact on the other 
task-related outcomes. 
Pilot Study 
Because very little research has been conducted in the Chinese societies for 
organizational socialization, we believe it is necessary for us to carry out a small 
scale pilot study before our proposed framework is tested. The sample, data 
collection, measurement scales, and analytical procedures of this pilot study are 
presented in the following paragraphs. 
Sample 
Participants ofthis pilot study are 71 fresh graduates from Business 
Administration Program ofthe Chinese University ofHong Kong in June 1995. As 
it is intended to control the effect ofprior working experience on the socialization 
outcomes, the sampling frame includes fresh graduates only. Because a given 
organization tends to socialize newcomers in a characteristic way, it is necessary to 
survey newcomers from a wide variety of organizations to obtain sufficient 
variance in the socialization tactics (Ashforth & Saks, 1996; Wanous, 1992). In 
order to obtain more generalizable results, our strategy is to avoid having 




Participation in the study was voluntary. There are two stages ofdata 
collection. The participants were asked to fill in a questionnaire assessing their 
personality dimensions before leaving the University at May 1995 (T1). Given the 
lack ofconsensus on the specific time period of the socialization process, the 
choice ofmeasurement points were based on prior research suggesting that six to 
nine months were meaningful time frame for the socialization process (Ashforth, 
1989;Feldman, 1977; Katz, 1978). Questionnaire assessing the participants' 
information seeking behaviours and socialization outcomes were sent in April 1996 
(T2). The average tenure on the organizations for the respondents were 6.3 
months. 
Measures 
Personality dimensions. Eighty items from McCrae and Costa (1987) were 
extracted to assess the five personality dimensions of the participants. The 
Coefficient alphas of the five dimensions were: Extraversion (a = .86); Openness 
to Experience (a = .89); Neuroticism (a = .84); Agreeableness ( a = .87); and 
Conscientious ( a = .90). 
Proactive information seeking. Respondents were asked to indicate the 
•» 
frequency with which they had engaged in seeking the five types ofinformation 
during the previous 3 months. The five types of information are normative 
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information, technical information, referent information, performance feedback, 
and social feedback. For each type ofinformation, there were six items assessing 
the frequency ofinquiry (directly asking for information), and four items assessing 
the frequency of obtaining informational through indirect means. Response scales 
were 7-point scale ranging from 1 = never, 2 = once a month, 3 = a few times a 
month, 4 = once a week, 5 = a few times a week, 6 = once a day, 7 = a few times a 
day. The design ofthese measurement items and scales were based on Ashford's 
(1986) feedback-seeking measures (Appendix A). The Coefficients alphas for the 
direct and indirect information seeking scale with respect to each type of 
information were: Normative Information (a = .70; .77); Technical Information (a 
=.51，.88); Referent Information (a = .67，.93); Performance Feedback (a = .70， 
.91); Social Feedback (a = .73, .91). 
Socialization outcomes. All the measuring scales for the three socialization 
outcomes are 5-point scale ranging from 1 = strongly disagree to 5 = strongly 
agree. Scale measuring Task Mastery was developed from Morrison (1993b) with 
4 items (a = .19). Role Clarity was measured by 10 items (oc = .73). Six of them 
were developed from the role ambiguity scale developed by Rizzo, House, and 
Lirtzman (1970)，and the other four were from Ashford's (1986) uncertainty scale. 





Proactive information seeking behaviours. A principal components factor 
analysis with varimax rotation was conducted to the Proactive Information Seeking 
items for each type ofinformation. For the Indirect items, except item 10, the 
other three Indirect items loaded on one factor and the loadings ranged from .74 to 
.95. Since item 10 measured the frequency of consulting written materials, the 
exclusion may due to the fact that there was no such formal manual being provided 
in some organizations. 
For the Direct items, the items usually loaded on two factors. Items 1，4 
and 6 loaded on one factor with loadings ranged from .53 to .82. These three 
items measured the frequency ofasking the newcomers' direct or other superiors 
inside their organization. The other items, 2，3 and 5 loaded on another factor with 
loadings ranged from .60 to .87. These three items measured the frequency of 
inquiring other more experienced staff from both inside and outside the 
organization. 
Relationship testing. For the proposed antecedents, significant positive 
correlations were found between the two personality dimensions, Openness and 
Extraversion, and the Proactive Information Seeking Behaviours. For Openness, 
correlation coefficients were .26 (p < .05) with Indirect Information Seeking 
4 
Behaviours. Extraversion has significant correlation coefficient (r = .26，p < .05) 
with Direct Information Seeking Behaviours. Significant positive correlations were 
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also found between Information Seeking Behaviours and Socialization Outcomes. 
For the Indirect Information Seeking Behaviours, such as technical information, 
significant correlation coefficient (.21) was observed with Social Integration (with 
p < .1). Significant correlations were also observed between Direct Information 
Seeking Behaviours and Role Clarity. The correlation coefficient ranged from .26 
to .33 (p < .05). 
To conclude, the results ofthe pilot study demonstrated that our proposed 
framework may be a workable foundation for socialization research for the Hong 
Kong Chinese. Specially, Direct and Indirect Information Seeking Behaviours 
appear to be distinct from each others. Furthermore, there appears to be 
significant relationship between some personality dimensions and the Proactive 
Information Seeking Behaviours; and Proactive Information Seeking Behaviours 
are related to Organizational Socialization Outcomes. The conclusion from this 
pilot study, given its small sample size, is tentative. In the next chapter, we will 




Methods and Results 
From the literature reviews and the pilot study reported in previous 
chapters, it appears worthwhile to conduct further investigation on our proposed 
framework on organizational socialization. Our major purpose is to lay down the 
foundation for future studies in the Chinese societies. Given this purpose, the 
design ofour study puts special attention to the following issues. 
First, we attempt to collect data from participants across various 
organizations. Although this may introduce more random errors into the data 
collected, this will enhance the validity of our conclusion by avoiding the problem 
of sample specific. Then, the proposed framework can serve as a foundation for 
fUture research. Similarily, we attempt to collect data from two Chinese samples of 
similar cultural characteristics. This can cross validate the findings of this research 
in societies ofsimilar Chinese culture. Finally, as our major purpose is to lay down 
a basic framework, we try to minimize the effect of some variables such as the 
effect ofprior working experience and educational background. In the design of 
the study, we try to control these variables as much as we can. 
Samples 
_ 
This study consists of two samples, i.e., Chinese from Hong Kong and from 
Taiwan. In each Chinese society, the sample includes fresh business graduates and 
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fresh graduates of institutes of education. For the Hong Kong samples, 1512 
university business graduates and institutes of education graduates of 1996 were 
invited to participate in this study. There are three hundred and seventeen 
graduates of the Chinese University ofHong Kong, ninety-eight graduates of the 
City University ofHong Kong, ninety-seven graduates of the Baptist University of 
Hong Kong; and one thousand graduates of the institutes ofeducation. For the 
Taiwanese sample, two random samples of 500 were drawn from 560 university 
graduates of a Taiwanese University and from 576 graduates of two institutes of 
education. 
There are two major reasons for choosing recent graduates as respondents. 
First, the effect of prior working experience, age and educational backgrounds on 
the socialization outcomes can be controlled. Second, since participants from the 
two samples in each society pursue their careers in different occupations (i.e., 
education versus business), this can enhance the generalizability of the results. 
Of the 1512 mailed questionnaires for the Hong Kong sample, 363 usable 
questionnaires were received. The overall response rate was 24%. Of the 1000 
graduates of the institutes of education, 182 returned their questionnaires. The 
response rate was 18%. Of the 1000 mailed questionnaires for the Taiwanese 
sample, 401 usable questionnaires were received. The overall response rate was 
40%. Of the 500 graduates of the Taiwanese University, 150 returned their 
_ 
questionnaires (response rate = 30%). Of the 500 graduates of the institutes of 
education, 251 returned their questionnaires (response rate = 50%). 
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Respondents worked for a wide variety of occupations. For the Hong 
Kong sample, there are 50% university graduates and 50% graduates ofinstitute of 
education. For the Taiwanese sample, there are 37% university graduates and 63% 
graduates ofinstitute of education. There are 79% female in the Hong Kong 
sample and 72% female in the Taiwanese sample. 
Measures 
Personality Dimensions 
. W e use the scales developed by McCrae and Costa (1987) in this study. 
The Chinese version scales were translated from the English version through back-
translation technique (same for other measurement items). We use these scales 
because Yik and Bond (1993) concluded that the indigenous scales (CBF) is no 
better than the imported scales (FFM). And the factor structures of the imported 
scales had been confirmed in our preliminary study. 
Based on our proposed framework and the preliminary results of the pilot 
study, two of the FFM were associated with the proactive information seeking 
behaviours. Therefore, the two personality dimensions, Extraversion and 
Openness in Experience, were used to test the relationship under investigation. 
_ 
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Proactive Information Seeking 
Respondents were asked to indicate the frequency with which they had 
engaged in each of the five types ofinformation during the previous 3 months. The 
five types of information are normative information, technical information, referent 
information, performance feedback, and social feedback. For each type of 
information, there were five items assessing the frequency ofinquiry (directly 
asking for information), and three items assessing the frequency of obtaining 
information through indirect means. Response scales were a 5-point scale ranging 
from 1 = never, 2 = seldom, 3 = a few times a week, 4 = once a day, 5 = always. 
These items are similar to those used in the pilot study (Ashford, 1986). 
Socialization Outcomes 
Response scales for the three socialization outcomes were 5-point scale 
ranging from 1 = strongly disagree to 5 = strongly agree. We adopted the same 
items for Social Integration (Morrison, 1993b) in the pilot study. For Task 
Mastery, the original items used in the pilot study showed very bad reliability 
coefficient. Therefore, we rewrote the items and used four of them. Finally, we 




The survey was undertaken in January, 1997. Potential participants were 
mailed a cover letter, a questionnaire in Chinese, and a stamped self-addressed 
envelope. In the cover letter, respondents were invited to fill in the structured self-
administered questionnaire. The cover letter briefly described the objective of the 
study, instructions on completing the questionnaires and guaranteed the 
confidentiality of the information provided by the respondents. A copy of the 
questionnaire is shown in Appendix B. 
Statistical Analysis 
There are two parts of the statistical analysis. The first part is to test the 
suitability of conceptualizing information seeking strategies as Direct versus 
Indirect. The second part is to test the whole model and specific hypotheses. 
Confirmatory factor analysis was conducted to the suitability of conceptualizing 
proactive information seeking behaviours as Direct and Indirect means. Structural 
equation modeling was then used to examine the validity of the measurement scales 
and the relationships specified by specific hypotheses. 
To test the conceptualization ofDirect versus Indirect information seeking 
strategies, we conducted two sets of confirmatory factor analyses. First of all, 10 
1 
indicators were created by calculating the means of the Direct and Indirect inquiry 
items for the five types ofinformation. Thus a two-factor structure is formed by 
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having 5 indicators to represent the Direct Information Seeking Method and the 
other 5 indicators to represent the Indirect Information Seeking Method. Then we 
conducted the confirmatory factor analyses for each type of information 
independently. In each of these analyses, the Direct factor had 5 items (indicators) 
while the Indirect factor had 3 items. For the two sets of analyses, maximum 
likelihood estimation procedure in LISREL 8 (Joreskog & Sorbom, 1989) is used 
to examine the relative goodness of fit between a single factor structure and our 
proposed two factor structure. 
For the second part of analysis, structural equation modeling is used to 
analyze the suitability of the measurement model. Then the proposed relationships 
are tested by observing the corresponding structural paths specified by our 
hypotheses. The same analytical procedures will be applied to each of the two 
samples. If the results are cross-validated with one another, the two samples will 
be pooled together to form a whole sample. Then the whole sample will be 
analyzed with the same procedures to get a final conclusion. 
Descriptive Statistics of the Two Samples 
Table 7 shows the correlation coefficients, means, standard deviations, and 
coefficient alphas of the Hong Kong and the Taiwanese samples. The reliability 
values of all variables appear to be acceptable. 
4 
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Dimensionality of the Proactive Information Seeking Behaviours Scale 
The confirmatory factor analysis results for the single factor and the two 
factor (Direct and Indirect Information Seeking Behaviours) models of the two 
samples are shown in Table 8. The results of the two factor model for the Hong 
Kong sample appear to be acceptable. Although the fit index are marginally 
acceptable (GFI = .84，CFI = .91), they fit much better than the single factor 
solution. The two factor model is cross-validated in the Taiwanese sample. The fit 
index of this sample are better than those of the two factor model of the Hong 
Kong sample (GFI = .91，CFI = .95), and they are much better than those of the 
single factor solution. 
The factor correlation between the two factors (Direct and Indirect) is only 
moderate in all the CFA (r = .39 for the HK sample; r = .47 for the Taiwanese 
sample). This indicates that the two factors are correlated but distinct. 
Similar results were obtained when confirmatory factor analyses were 
conducted for each type ofinformation. That is, the fit for the two-factor model is 
acceptable and much better than the single-factor model. Therefore, it can be 
concluded that the proactive information seeking behaviour scale fits the two-
factor conceptualization. That is, the proactive information seeking behaviours can 




The Measurement Model and Proposed Relationships 
The results of the measurement model for the two samples are shown in 
Table 9. The measurement scales appear to be acceptable. The CFI for both 
samples reach the .90 level while RMR is less than .05. Thus, it is reasonable to 
use these data to test the relationship among the variables proposed. 
Figures 2 and 3 report the hypothesized relationships in the structural 
equation model. For the Taiwanese sample, all the hypothesized paths, except the 
one between Openness and Indirect Information Seeking Behaviours, show 
significant effects. However, for the Hong Kong sample, only the two 
hypothesized paths related to Indirect Information Seeking Behaviours are 
significant. Since different results were obtained from these two Chinese samples, 
we will not combine these samples to undergo further analysis. 
Conclusion 
As same results were obtained from the two samples, it can be concluded 
that the two-factor model ofProactive Information Seeking Behaviours is 
supported. That is, proactive information seeking behaviours can be 
conceptualized as consisting two types of strategies, Direct and Indirect means of 
Information Seeking. And it is appropriate to use this model in further study. 
<1 
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For the hypothesized relationships, different results were obtained from the 
two samples respectively. Except for hypothesis two, all the hypothesized 
relationships were supported in the Taiwanese sample. That is, Extraversion has 
positive relationship with direct information seeking behaviours. Direct 
information seeking strategy has positive impact on task mastery and role clarity, 
and indirect information seeking strategy has positive impact on social integration. 
For the sample ofHong Kong Chinese, results supported hypotheses two and five. 
That is, Openness in experience has positive relationship with indirect information 
seeking behaviours, and indirect information seeking strategy has positive impact 
on social integration. 
Therefore, our proposed framework of organizational socialization is 
basically supported in the Taiwanese sample, but only partially supported by the 
Hong Kong sample. In the next chapter, we will discuss these results and suggest 
some directions for future research design to investigate organizational 




Discussion and Conclusion 
In this chapter, we will discuss the results reported in the last chapter and 
their implications. We will conclude our discussion by suggesting future research 
directions due to the limitations and the key findings of our study. 
‘Conceptual Implications 
Proactive Information Seeking Behaviours 
From the literature review, it can be seen that there have been many 
confusing results about the proactive information seeking behaviours and the 
organizational socialization outcomes. The most complicated method is to analyze 
the information seeking behaviours from different aspects, such as information 
contents and information sources (personal and impersonal). 
However, contradictory results were reported from such kind of studies. 
For examples, Ashford and Tsui (1991) found information sources (immediate 
supervisors) had no effect on information seeking strategies. But, Morrison 
(1993b) found positive relation between information sources (immediate 
supervisors) and types ofinformation (referent and performance feedback). On the 
4 
contrary, negative effect was found between information sources (peers) and 
outcomes (performance) by Lee (1994). It can be seen that it is very hard to 
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understand the relationship between Proactive Information Seeking Behaviours and 
the Organizational Socialization Process under this conceptualization. Therefore, 
to clarify and simplify the conceptualization ofProactive Information Seeking 
Behaviours is very important for our understanding ofits effects on the 
socialization process. 
The two-factor model ofProactive Information Seeking Behaviours 
proposed and supported by the results of this study, can provide some advantages 
over the past diverse and confused classification of information seeking strategies. 
First, it is a simplier way of conceptualization. We can easily understand the 
newcomers' behaviours. That is, they may use either direct (asking their immediate 
supervisors, colleagues of their direct work group, etc.), indirect (observe others 
behaviours, consult written manuals, etc.), or both strategies to seek information 
they needed. Second, since the model is clear and simple, it is more useful to 
conceptualize the relationship between information seeking behaviours and other 
constructs. 
Personality Dimensions and Proactive Information Seeking Behaviours 
This study demonstrates that particular personality dimensions are 
important antecedents of the proactive information seeking behaviours. As 
hypothesized, different personality dimensions will affect different proactive 
«1 
information seeking behaviours under the Chinese cultural setting. Results ofthis 
study provide some support for this relationship. That is, Extraversion has a 
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significant and positive relationship with direct information seeking strategies, 
while Openness in Experience has a significant and positive relationship with 
indirect information seeking strategies. It is apparent that the two personality 
dimensions are associated with proactive behaviours. 
To further explore the relationship between personality dimensions and 
information seeking strategies, we add two paths into the original framework. In 
this revised model, Extraversion and Openness have positive impacts on both 
Direct and Indirect information seeking behaviours (Figure 4). Significant 
differences in the x^ statistics are obtained from the revised model. The x^ 
differences for the Hong Kong sample and the Taiwanese sample are 9.14 (d.f. = 2; 
p < .01; Figure 5) and 11.53 (d.f. = 2; p < .01; Figure 6), respectively. This 
signifies that the revised model is a better model to conceptualize the relationship 
between the two personality dimensions and the information seeking behaviours. 
That is, individual personality dimensions may have effect on both types of 
information seeking strategies. Future studies may further examine the relationship 
between various conceptualization of personality dimensions and information 
seeking strategies. 
Proactive Information Seeking Behaviours and other Constructs 
Results of this study provide some support for the relationship between 
<1 
proactive information seeking behaviours and socialization outcomes. Specifically, 
direct information seeking strategy will affect task mastery and role clarity, while 
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indirect information seeking strategy will have positive impact on Social 
Integration. As we have pointed out before, information seeking behaviours in 
general may have positive impacts on various socialization outcomes. We 
developed our hypotheses for those relationships which make most conceptual 
senses. 
In order to further check the relationships between proactive information 
behaviours and socialization outcomes, we revise the model by adding paths 
between the two information seeking behaviours and all the three socialization 
outcomes (Figure 7). The ^ differences for the Hong Kong sample and the 
Taiwanese sample are 2.01 (d.f. = 3; p > .10; Figure 8) and 6.05 (d.f. = 3; p >10; 
Figure 9)，respectively. Since the fit indexes of the two samples are not 
significantly different, it appears that our hypotheses are already sufficient in 
describing the impact ofinformation seeking strategies on the three socialization 
outcomes. 
Differences between Hong Kong and Taiwan 
Our proposed framework is basically supported by the Taiwanese sample. 
However, it receives little support from the data collected in Hong Kong. In a 
detail examination, the mean score for the Hong Kong sample is significant lower 
for their direct information seeking behaviours (p < .01). Thus, it appears 
* 
necessary not to assume all Chinese societies will be the same for the phenomenon 
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oforganizational socialization. We believe the following discussion may help 
future studies in examining the differences between these two Chinese societies. 
Cultural divergence perspective. The difference between the two Chinese 
samples can be explained by the cultural divergence perspective. This perspective 
recognize the uniqueness of each culture under different local environment 
(Brewster and Larson, 1992). That is, differences will be found among Chinese 
culture-based countries that have often been clustered in cultural homogeneity. 
Therefore, the differences of using direct and indirect information seeking 
behaviours can be explained by the differences of the management practices and 
styles of these two samples. 
Management practices. In a study ofhuman resources practice, Hong 
Kong managers found to adopt less participative management practices compared 
to Taiwan managers (Paik, et al., 1996). There are less subordinate involvement in 
providing ideas and making decisions in Hong Kong. The Hong Kong managers 
also tend to be stricter in applying company standards than group norms and 
individual values. 
Based on the above conclusion, the socialization process will be more 
formalized in Hong Kong for the managers prefer to apply stricter company 
standards to manage the company." Newcomers may be required to go through a 
<» 
formal orientation programme and be provided with formal job descriptions and 
written manuals after entering the organization. They may be instructed to refer to 
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some formal channels when they meet problems in their work. When they come to 
their work places, they may have a clearer understanding about their roles. 
Therefore, they will use more indirect method to seek information during the 
socialization process. 
On the other hand, the Taiwanese prefer more participation, adopt more 
group norms and individual values compared to Hong Kong Chinese. Their 
socialization process are probably less formal. The newcomers may not be 
provided with clearjob descriptions and working manuals. When they come to 
their work places, they may have less clear idea towards their roles and theirjobs. 
Thus, they have to ask more explicitly to seek information in the socialization 
process. These explicit task related enquiries cause positive impact on their task 
mastery and role clarity as expected. 
Management styles and expectations. A central theme in Confucianism -
conformity can be another cause to the differences of the two samples. Conformity 
is a cultural value. Which structure interpersonal relationships into hierarchical 
dualities and the individual does not exist as a separate entity, but is bound up with 
his/her context, family and clan. Individual is expected to conform to prescribed 
social structures and relationships and to appropriate forms of social behaviour 
(Kirkbride & Tang, 1992). 
. 
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In the studies comparing the conformity attitude between Hong Kong 
mangers and Taiwan managers, Hong Kong managers are found to be less affected 
by conformity (Wong, 1994 & 1995).). Considering the traditional Chinese 
management attributes, such as modesty and caring for the weak. There is a 
traditional obligations of"the old taking care of the young" and “ the senior taking 
care of the junior" in the prescribed social structures (Lee, 1996). Therefore, the 
expectations for the newcomers, especially for fresh graduate may be different in 
the two societies due to their different conformity attitude. 
Being less affected by conformity, newcomers are expected to be grown-up 
persons in Hong Kong. For they are less conformed to the traditional obligations 
of"the old taking care of the young" and ‘‘ the senior taking care of thejunior". 
The newcomers are regarded to have enough ability to learn by themselves instead 
ofbumping into their supervisors or the experienced co-workers. They may be 
expected to obtain information in more informal ways. Being independent and not 
bothering others are important characteristic to be regarded as being "smart". 
Therefore, newcomers are less inclined to seek information directly under such 
managerial style and expectation. 
On the contrary, mentorship is very much appreciated and expected in 
Taiwan by placing greater value in conformity. The supervisors and experienced 
staff will regard the fresh graduates as young and unable to be independent in a 
^ 
short period of time. They have the responsibility to guide the newcomers 
personally and encourage the newcomers to come to them and talk frankly about 
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their problems. The newcomers also expect their supervisors and more 
experienced staff to act as their mentors and provide them with advice. Therefore, 
direct information seeking behaviours will be more acceptable in Taiwan. When 
using more explicit questions to get information, newcomers can have better 
understanding to solve their task related problems. Therefore, direct information 
seeking behaviours will have more obvious positive effects on task mastery and 
role clarity in the Taiwan sample, but not in the Hong Kong sample. 
Based on the findings of the present study, individuals' proactive 
behaviours may be affected by organizational culture which shapes its management 
practices and styles. Future research could further explore the differences of 
organizational socialization process of Chinese employees in different places. 
Different structure of the data. The structure of the data may contribute to 
the difference ofinformation seeking behaviours of the two samples. The break 
down of the structure of the two samples are as follow. For the Hong Kong 
sample, occupations include teaching (50%), services (16%), manufacturing (4%), 
public servants (7%) and others (23%). For the Taiwanese sample, occupations 
include teaching (63%), services (18%), manufacturing (15%) and civil services 
(4%). 
There are more respondents work in teaching and manufacturing sectors in 
<1 
the Taiwanese sample. Newcomers of these two careers may need to adopt more 
direct information seeking behaviours to get information for their specificjob 
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characteristics. For example, new teachers cannot consult written manual to find 
solution for their student's problems. Or the newcomers have to learn the skills 
from their mentors directly when they are making products in the production line. 
Managerial Implications 
Provided future studies should validate the results of this study, the results 
discussed here will have implications for managerial practices at both the 
organizational and individual levels. 
Organizational Level 
At the organizational level, the results have implications for the selection 
process. If the organization values and appreciates proactive information seeking 
behaviours in the socialization process, the organization may need to select people 
high in Extraversion or Openness in Experience through personality tests. This 
may help newcomers to adapt to the new organizational environment more 
efficiently. 
On the other hand, organization may affect employees to adopt direct or 
indirect information seeking behaviours through its management practices and 
styles. If organization want its employees to use more indirect method to seek 
^^ 
information, it can provide a formal orientation program for the newcomers. 
Through the orientation program, newcomers will undergo thorough training and 
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be provided with detail job procedure manuals. When they come to their work 
place, they can refer the manuals for answers. Moreover, the attitudes of 
newcomers, superiors and colleagues may also affect the information seeking 
behaviours. Therefore, organizational can create a culture to encourage their 
employees' appropriate information seeking behaviours. 
Individual Level 
/ 
At the individual level, results show that taking a proactive role in the 
organizational socialization process will have positive impacts on the socialization 
outcomes, such as task mastery, role clarity, and social integration. Thus, 
whenever appropriate, individual newcomers should take a more proactive role 
through direct or indirect means so that they can adapt faster to theirjobs and the 
work group. 
Directions for Future Research 
Self-reported Data 
Research using only self-reported data has been an area of concern among 
organizational researchers because common method variance may affect the 
magnitude of relationships between work characteristics and work outcomes 
* 
(Jones, 1986). In addition, problems may arise in the accuracy ofrespondents' 
perceptions and their willingness to report honestly (Ashforth & Saks，1996). 
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Therefore, it would be useful to have independent sources, for example, immediate 
supervisors, co-workers, to confirm the proactive information seeking methods 
used and socialization outcomes. 
Sampling 
The respondents of the present study are business and education graduates. 
The generalizability of the results could be further enhanced by including other 
populations, such as engineering graduates or secondary school leavers. 
Employees with different working experiences and backgrounds could be further 
investigated in future studies. 
Research Design 
Longitudinal research design has been suggested by previous socialization 
researchers. To serve our purpose in the most efficient way under the time and 
resource constraints, the present study bases on cross-sectional data. Longitudinal 
studies of organizational socialization should be encouraged in future to provide 
information about the developmental nature of the socialization process. 
^^ 
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The Proactive Information Seeking Behaviours Scale 
The present study provides quite strong support for conceptualizing the 
newcomers' proactive information seeking behaviours by the direct and indirect 
strategies. However, the measurement scale is based on previous studies and 
contained at least 40 items. Under this new conceptualization, future research may 
attempt to develop more concise scales which may be appropriate for data 
collection in self-report design and judgment by independent observers. 
Antecedents ofProactive Information Seeking Behaviours 
Personality effects. Newcomers' personality dimensions were found to 
have significant relationship with proactive information seeking behaviours. Future 
studies could further validate the positive relationship between the two personality 
dimensions - Extraversion and Openness, and the Direct and Indirect Information 
Seeking Behaviours. 
Cultural effects. Future studies could further explore the cultural effects on 
the relationship between personality dimensions and proactive information seeking 
behaviours. Such as, whether the organizational culture will moderate personality 
effects on the proactive information seeking behaviours. Or, to explore the 
differences of proactive information seeking behaviours of Chinese employees in 
1 
different places under cultural divergence perspective. 
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Other factors. Potential antecedents other than personality could be 
explored. Such as, the potential effect ofinitial turnover intention on the 
newcomers' information seeking strategies. 
Consequences ofProactive Information Seeking Behaviours 
Outcomes ofsocialization. In line with previous studies (e.g. Morrison, 
1993a & b; Mignerey et al., 1995), results of this study further confirm the positive 
relationship between proactive information seeking behaviours and organizational 
socialization outcomes. 
It can be argued that the socialization outcomes in this study mainly address 
the considerations from the organizational side. It may be useful to consider the 
socialization outcomes from the other point of view, i.e., from the newcomers. To 
the organization, it may want the newcomers to master theirjobs and make clear of 
their roles as soon as possible. However, to the newcomers, they may have other 
plans or targets when theyjoin the organizations. For example, they may try to 
have some understandings about the work settings of that particular occupation. 
When they regard that particular occupation as unsuitable for them to pursue their 
career after knowing what it is, they may not want to put more effort in theirjobs. 





Organization strategies. As a first step towards studying organizational 
socialization in the Chinese societies, we attempt to identify the key 
conceptualization ofproactive information seeking behaviours, and source ofits 
antecedents and consequences. Future research may examine the effect of 
organizational practices (e.g., orientation programs) during the socialization 
process. We believe this can be carried out by examining the relationship between 
organizational practices and the newcomers' proactive information seeking 
behaviours. It is very possible that the relationship will be an interactive one. We 
believe our conceptualization of the proactive information seeking behaviours will 
be helpful for future studies designed to examine this relationship. 
Conclusion 
In this thesis, we have reviewed the relevant literature on organizational 
socialization. Though proactive behaviours have been recognized in recent studies, 
the relationship ofproactive information seeking behaviours and organizational 
socialization outcomes is not clear from the past contradictory results. A clear 
concept ofproactive information seeking behaviours is needed to develop. This 
study proposed a new two-factor framework to conceptualize newcomers 
proactive information seeking behaviours. From the newcomer's perspective, 
information seeking behaviours can be conceptualized as two different types of 
strategies, i.e., direct versus indirect means of acquiring information. Clear 
_ 
definitions are given to these two strategies. 
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As the most crucial and noticeable socialization occurs with the transition 
from nonmember to organizational member (Feldman, 1989 and Van Maanen, 
1976)，our samples are organizational newcomers. To enhance the generalizability 
ofour results, our respondents are from different organizations and their prior 
working experience are controlled for they are fresh graduates. 
For the two-factor model of proactive information seeking behaviours, 
results are cross validated in the two Chinese samples. This model clarify the 
concept of proactive information seeking behaviours. It is a better way to analyze 
newcomer's proactive actions. Moreover, it enables us to have a clearer 
understanding about the role of proactive information seeking behaviours in the 
socialization process. 
A basic framework is proposed for organizational socialization in Chinese 
societies. The framework includes the following major elements: (1) proactive 
information seeking behaviours will be a key concept in understanding the 
socialization process; (2) information seeking behaviours include direct and indirect 
means of acquiring; (3) a key antecedent for information seeking behaviours is 
particular personality dimensions under the Chinese cultural setting; (4) 
information seeking behaviours will lead to various outcomes of socialization 
process. Using samples from both Hong Kong and Taiwanese Chinese, the 
framework appears to receive reasonable supports. 
^^ 
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For the two personality dimension, results show that they are associated 
with proactive behaviours in the socialization process. Direct information seeking 
behaviours will have stronger positive impacts on the socialization outcomes than 
indirect information seeking behaviours. Therefore, personality dimensions are 
useful predictors of socialization outcomes. 
The different relationships of the two personality dimensions and the 
proactive information seeking behaviours found in the two Chinese samples may 
due to their cultural differences under cultural divergence perspective. 
Nevertheless, this framework can serve as a foundation for our investigation of the 
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Proactive Information Seeking 
Think about the last three months at work. To determine the behaviours and 
attitudes that your firm values and expects, how frequently, in general, have you 
done each of the following: 
(All on 7-point scales: 1 = never; 2 = once a month; 3 = a few times a month; 4 = 
once a week; 5 = a few times a week; 6 = once a day; and 7 = a few times a day) 
Nnrmative Information 
1. Ask your direct supervisor. 
2. Ask a more experienced staff. 
3. Ask another new staff. 
4. Ask a manager or partner other than your direct supervisor. 
5. Ask someone outside ofyour fir (e.g., client, friend, family member). 
6. Ask someone in a support function (secretary, personnel manager, etc.). 
7. Pay attention to how others behave. 
8. Socialize with people in the firm in order to learn how they behave and what 
they value. 
9. Observe what behaviors are rewarded and use this as a clue to what is desirable 
or expected. 10. Consult memos, annual reports, or other written material. 
* Items 1-6 formed the inquiry scale, and Items 7-10 formed the monitoring scale. 









(10 questions in 7 Likert Scale) 
1. I have to do things that should be done differently. 
2. Lack ofpolicies and guidelines to help me. 
3. I work under incompatible policies and guidelines. 
4. I receive an assignment without the manpower to complete it. 
5. I have to buck a role or policy in order to carry out an assignment. 
6. I have to "fell my way" in performing my duties. 
7. It is unclear to me exactly what I should do in order to perform my job better. 
8. I really get little useful information about performance standards within my 
department. 9. Information about how my performance will be evaluated has been directly 
communicated to me. 
10. People around here give pretty consistent information about what we can do to 
perform better in ourjobs. 
Social Integration 
(2 questions in 5 Likert Scale) 
1. I feel comfortable around my co-workers. 
2. My co-workers seem to accept me as one ofthem. 
Task Mastery 
(4 questions in 5 Likert Scale) 
1. I am confident about the adequacy of my job skills and abilities. 
2. I feel competent conducting my job assignments. 
3. It seems to take me longer than planned to complete my job assignments. 









1.愛獨處 1 2 3 4 5 6 7 愛社交 
2.穩重 1 2 3 4 5 6 7 喜歡開玩笑 
3.含蓄 1' 2 3 4 5 6 7 感情容易流露 
4.喜歡保持距離 1 2 3 4 5 6 7 友善 
5.自制力強 1 2 3 4 5 6 7 • 愛做便做 
6.沉靜 1 2 3 4 5 6 7 健談 
7.被動 1 2 3 4 5 6 7 主動 
8.孤獨 1 2 3 4 5 6 7 合群 
9.無隋 1 2 3 4 5 6 7 熱情 
10.冷漠 1 2 3 4 5 6 7 溫情 
11.寂寞 1 2 3 4 5 6 7 不寂寞 
12.著重工作 1 2 3 4 5 6 7 著重人 
13.喜歡聽從 1 2 3 4 5 6 7 喜歡作主 
14.羞丨去 1 2 3 4 5 6 7 大膽 
15.隨俗 1 2 3 4 5 6 7 愛創新 
16.務實 1 2 3 4 5 6 7 富想像 
17.少創意 1 2 3 4 5 6 7 多創意 
18.少愛好 1 2 3 4 5 6 7 多愛好 
19.簡單 1 2 3 4 5 6 7 複雜 
20.不好奇 1 2 3 4 5 6 7 好奇 
21.不愛冒險 1 2 3 4 5 6 7 敢於冒險 
22.喜歡常規 1 2 3 4 5 6 7 喜歡變化 
23.服從 1 2 3 4 5 6 7 獨立自主 
24.不喜歡分析 1 2 3 4 5 6 7 喜歡分析 
25.保守 1 2 3 4 5 6 7 開放 
26.傳統 1 2 3 4 5 6 7 不傳統 




















































































































































































































































































































































































































































































































































































































































































































































































極 沒 極 
不 不 有 爲 
同 同 意 同 同 
^¾ ^¾ ,Mi ^^ ^^ 
1.我與同事相處融 洽 1 2 3 4 5 
2.我的同事能接受我成爲他們的一份 子 1 2 3 4 5 
3.我經常覺得自己有能力應付工作上的問 題 1 2 3 4 5 
4.我通常都能應付工作上的要求及改 變 1 2 3 4 5 
5.我覺得自己能勝任目前的工 作 1 2 3 4 5 
6.我覺得對現在的工作是游刃有 餘 1 2 3 4 5 
7.我經常不淸楚自己的工作職責範 圍 1 2 3 4 5 
8.我經常不瞭解別人對我的工作的期 望 1 2 3 4 5 
9.我經常不淸楚主管對我的工作品質或進度的要 求 1 2 3 4 5 
10我常想到辭職 1 2 3 4 5 
11我很可能於明年另尋新的工作 1 2 3 4 5 
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